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ABSTRACT
HOW POLICE CHAPLAINS CAN FACILITATE BUILDING AND MAINTAINING TRUST
WITH LAW ENFORCEMENT: THROUGH THE MINISTRY OF PRESENCE
Marjorie A. Dent

Liberty Theological Seminary, 2021
Mentor: Dr. Tom Cook
CPP Chaplaincy Corps is a ministry that provides spiritual, emotional, and mental support to
its law enforcement personnel. Their function is to enhance the well-being and quality of life of
the police officers as they serve and protect the citizens of their city, by offering a listening ear, a
supportive presence, and providing individual pastoral care. This project seeks to determine if
the newly organized CPP Chaplaincy Corps can be successful in facilitating the process of
building trust with law enforcement through the Ministry of Presence and Pastoral Care. It also
documents the progress and changes that have been made during the three years of its
inauguration. Finally, this project evaluates whether the CPP Chaplaincy Corps mission has
been successful in the CPP police department. The research method will be surveying how to
build trust in this current ministry, analyzing the survey results, and suggesting ways to improve
the ministry situation.
Key Words: Chaplaincy Corps, Historical Roles of Chaplains, Law Enforcement Chaplaincy,
Relational Trust, Core Value Index, Presence, Ministry of Presence, Pastoral Care, Trust.
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CHAPTER 1: Introduction
A chaplain was originally a priest or minister who had charge of a chapel, and is now
referred to as an ordained member of the clergy who is assigned to a special ministry. The title
dates to the early centuries of the Christian church. The role of chaplains in the United States has
been established as early as the 1700s and their duties were defined with the birth of the new
nation as it set to establish policy in a place that respected divine principles and order.1

According to Rodney Hunter, “a chaplain is a spiritual representative attached to a secular
institution. Chaplains may or may not be certified, have a theological education, or be ordained
or commissioned by a particular denomination, though many are.”2 Historically, chaplaincy has
been associated with the Christian faith; the term is now used for representatives of any faith.3
Conditions of acceptance do vary in different chaplaincies if chaplains meet the
requirements established for that organization. Chaplains work in many agencies including the
United States Military, hospitals, prisons, and Law Enforcement; these are a few that will be
mentioned. Chaplains are associated with agencies such as law enforcement. It is in this context
that this paper considers the duties and presence of the chaplain in the culture of law
enforcement. The involvement of chaplains has been established within the terms defined as
corps in local municipalities. The cultural expansions of local, state, and federal structures come
with community stressors and the need for first responders and chaplains. Hence chaplains are
required to undergo training, which includes several courses on ethics, suicide, death

1
History of Chaplaincy, “USCC United States Chaplain Cops,” https://uschaplains.us/history-ofchaplaincy/.
2

Rodney, Hunter. Dictionary of Pastoral Counseling (Nashville, TN: Abingdon Press, 1990), 136.

3

Ibid., 136.
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notification, sensitivity, and diversity to meet the needs of the people with whom law
enforcement serves. These roles are encapsulated with the establishment of a corps.
The Chaplaincy Corps is that of a volunteer chaplain and is made up of volunteers
providing and performing pastoral support in every conceivable setting with a governing
community of a municipality. Hence, this municipality is in a mid-sized suburban community in
South Georgia. The municipality is described as College Park Police Department. The College

Park Police Chaplaincy Corps was organized in January 2017 at the local police department
located within the affluent and progressive city of College Park. The population of the city is
approximately 15,800 of which 80% are African Americans, 15% are White, and 5% are
Hispanics and other ethnicities.
The chaplains are volunteers from various religious organizations who serve as law
enforcement chaplains. The chaplains are scheduled on a 24-hour on-call basis, or as needed, for
employees and their family members in the event of death or other stressful life situations. Other
chaplain duties are assisting police personnel with a variety of services in the field such as death
notifications, lost or missing persons, and suicides. They provide counseling and pastoral
services whenever requested.
Chaplains may respond to major incidents and disasters such as plane crashes, multiple
injury incidents, or officer-involved shootings by providing an empathetic ear, and/or displaying
an enthusiastic interest in the members of a department and their families. Chaplains must
uphold a strict standard of confidentiality according to department policy and demonstrate a
commitment to ministry with police officers by being present when needed.
The CPP Chaplaincy Corps also serves as a liaison between the police department and the
community. In this chaplaincy, the chaplains are of different denominations, and they have
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similar beliefs. The denominations represented by the chaplains are Baptist, NonDenominational, and Methodist. The Corps includes two African American females, two African
American males, and one White male. The chaplains developed connectivity through monthly
meetings and sharing of experiences during visits to the police station. The group also reports on
progress in relationships with officers and command staff such as the Chief of Police, the Deputy
Chief, Majors, and Lieutenants. The chaplains have a good rapport with each other and observe

ethical standards which benefit the entire organization and exemplify the chaplain's Christian
faith.
The unity of the chaplain corps and their availability to the police officers were extremely
helpful to combat the low morale in the department that was caused by the abrupt resignation of
the Chief of Police who was instrumental in the installation of the chaplaincy corps. No one
expected his abrupt departure but according to the city ordinance, employment contracts had to
be renewed every three years. Eight top-ranking officers left unexpectedly with the chief, which
left the staff feeling abandoned and betrayed. The Senior Chaplain was extremely disappointed
because she had a particularly good working relationship with the chief. The chaplains were
unsure if the incoming chief would continue the program or make some drastic changes.
The morale was exceptionally low, and the trust level showed a noticeable decline. The
chaplains prayed and asked God to heal their emotional wounds and they kept their schedule not
knowing what would happen to their program. Despite this setback, the chaplains remained
steadfast in their visits to the police department, city employees, public events, and private
functions.
Bob Dunham, in an article on connectivity, states,
Our ability to work with people and produce valuable outcomes together is an essential
dimension of leadership, teamwork, and human. Leaders should connect with others to

4

hold a shared center despite crises such as changes in leadership in organizations. A
unified team or workforce can be resilient during unexpected crises.4
Three local county police officers were killed in the line of duty in 2018 and the chaplains
participated in the homegoing services. The perceived grief of law enforcement has a significant
impact on the chaplains’ emotions.
The chaplains developed a plan using the five stages of grief for providing organizational
grief counseling for personnel and police officers. Neil Thompson and Dale Lund, in their work
Loss, Grief, and Trauma in the Workplace, argue that “The need to address loss, grief, and
trauma in the workplace can be seen as part of workplace well-being, insofar as the concerns
associated with these issues can stand in the way of organizational effectiveness if they are not
addressed properly.”5 The counselor chose one of the chaplains who is an 84-year-old male
psychotherapist with over thirty years of experience. To measure the success of the program the
chaplains had special meetings and at the end of three months, they asked for positive and
negative feedback. The group dynamic consisted of five participants: the Deputy Chief of Police,
two employees, a female chaplain, and the counselor. More participation was expected but law
enforcement personnel had not developed enough trust and were hesitant to reveal their thoughts
in a group because of fear of retaliation if the information was divulged to command staff.
Another aspect of findings is a lack of understanding of the role of the chaplains since it
was a newly installed chaplaincy corp. The objective of the grief counseling was to conduct these

meetings to develop interpersonal relationships, build trust, provide counseling and pastoral care,
and promote healing through the ministry of presence.

4
Bob Dunham, “The People Power of Effective Leaders. Connection, Collaboration, Holding the Center.”
https://generateleadership.com/.
5

Neil Thompson and Dale A. Lund, eds., Loss, Grief, and Trauma in the Workplace (New York, NY:
Taylor & Francis Group, 2009), p 2, ProQuest Ebook Central.
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The problem presented in this group setting with the chaplains and law enforcement was
the perceived resistance or barrier to communication and interpersonal relationship towards
others outside of the law enforcement system. According to Terry Morgan, “If the officers do not
believe the Chaplain genuinely cares about them, they will be reluctant to interact with them or
use their services. The attitude of the Chaplain should be one of strength, yet gentleness or a
passive type of acceptance until they can get beyond the blue wall.”6 The blue wall is neither

physical, nor visible, but is a psychological barrier that tends to separate officers from the world
to insulate and protect. Chaplains could maintain visibility along with caring, to counter the
intimidating demeanor of some law enforcement officers and facilitate trust through presence.
The chaplain’s task in this ministry setting is to assist in establishing a plan of action
according to biblical principles, rules, and regulations of the department, and to support the
mission of pastoral care through chaplaincy. Looking at recent history, with police brutality
accompanied by race riots over the years and an increasing crime rate, consideration is given to
what ought to be done and how chaplains should respond in these circumstances. The chaplains
are confronted with a dual role: caring for police officers and assisting with positive policechaplain-community relationships which are essential to maintaining public safety and order.
Developing trust between chaplains and police officers can be done through various
actions. According to Policing101, “trust can be developed through various actions some of
which are positive community events, forums, and visibility of the chaplains in attendance.
Chaplains meet people at their point of need and point them in the direction of available
resources and the one who can meet their needs.”7 In Matthew 25:40 Jesus said, truly I tell you,
Terry Morgan, The Chaplain’s Role: How Clergy Can Work with Law Enforcement (Charleston, SC:
CreateSpace Independent Publishing Platform, 2012), 109.
6

Community Relations Service Tools for Policing, “Policing 101,”
https://www.justice.gov/crs/file/836401/.
7

6

whatever you did for one of the least of these, you did it for me. Chaplains are called to render
services alongside law enforcement to the despairing, such as the homeless and victims of
crimes. The chaplain remains an anchor of hope through the ministry of presence, during the
current climate of police brutality and the clamor for justice by the hurting public.
The city in which this police department is located is divided into four constituencies and
the chaplains were assigned to the area they lived in. Milestones were achieved in the first year

of service; they began the year with one chaplain and by the end of the year, they had grown to a
corps of five chaplains, including a Director of Chaplaincy, ward chaplains, and one peer support
chaplain. They attended community events, designed senior initiatives, and created a partnership
with businesses in the city. The chaplains visited fourteen churches in the city, met with pastors
and their congregations, and shared the chaplaincy program with several of them.
The Chief of Police and several officers resigned to work in an adjoining city. A new
Chief of Police was hired, and he rescinded the former chief’s recommendation for the chaplains
to serve their communities. He requested that they serve the police department personnel since
this was a priority for him. These new directives indicated that a new assessment and
restructuring of the goals and purpose of the chaplaincy corps regarding community policing
would be necessary. The purpose of establishing CPPD (College Park Police Department)
chaplaincy is to coordinate with organized religions, City Ward Units, Human Service Agencies,
and the Police Department for the betterment of the community and society. The new Chief of
Police preferred the chaplains to focus more on ministry to the police officers to encourage,
counsel, and give spiritual care. The chaplains’ present role in the community is directed to
specific circumstances that require a chaplain’s presence at public events. A representative of the
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chaplaincy attends city council meetings and funerals of prominent citizens and government
officials.
The corps is comprised of two specific units that serve as assistants to the Director of
Chaplaincy: Department Assistant Chaplains and Ward Assistants. Chaplains of the College Park
Police Department's responsibilities are as follows:
1. Chaplains will help on a 24-hour on-call basis, or as needed, for employees and their

families in the event of death or other stressful life situations.
2. Chaplains will assist police personnel with a variety of services in the field such as death
notifications, lost or missing persons, and suicides. They will provide counseling and
pastoral services whenever such services are requested.
3. They may respond to major accidents and disasters such as multiple injury incidents,
officer-involved shootings, and death notifications, providing an empathic ear, and
displaying an enthusiastic interest in specialized training for pastoral care.
4. Chaplains will serve as a liaison between the department and the local community, to
encourage religious organizations to adopt schools, assist the department in decreasing
violent crimes, and improve the quality of life for the citizens of the city.
5. Chaplains will attend community events, city council meetings, and ICPC conferences.
The Mission of the CPPD is to provide high-quality and professional police services in
partnership with communities while improving the quality of life and building a sense of trust
and legitimacy among the citizens. Janet McCormack and Naomi Paget write, “Law enforcement
officers encounter people in their line of work who frequently disappoint them by not being

8

truthful, who may manipulate them to benefit themselves. Therefore, it takes time for a chaplain
to build a trustworthy relationship.”8
This point of reference from McCormack and Paget is encouraging because the
expectancy of a trusting relationship with law enforcement will take time to develop with the
chaplains in this new chaplaincy corps. Toby Miles-Johnson and Sharon Pickering, in the article
“Police Recruits and Perceptions of Trust in Diverse Groups,” emphasize that “the basis for

many police officers' trust is based on beliefs grounded in evidence from experience gained
whilst policing and is also based on generalization.”9 Awareness training for the chaplaincy corps
at College Park’s local academy may positively alter levels of trust among police officers in this
new chaplaincy corps. In time the police officers will realize that the chaplains are honest and
trustworthy. Dennis and Michelle Reina add, “When you and those you work with honor,
respect, nurture, and trust one another, your capacity for trust flourishes and you unhook the
bounds on what you’re able to accomplish together through fruitful collaboration, innovation,
and problem-solving.”10

Problem Statement
The problem this project will address is the lack of trust and natural suspicion that
paramilitary organizations like police officers have for others who are not police officers and are
not involved in their system. In an exit interview, two police officers share their concerns that

8

Janet R. McCormack and Naomi K. Paget, The Work of The Chaplain (Valley Forge, PA: Judson Press,

2013), 73.
Toby Miles-Johnson and Sharon Pickering, “Police Recruits and Perceptions of Trust in Diverse Groups,”
Police Practice and Research 19, no. 4 (2018), 314.
9

10

Dennis Reina and Michelle Reina, Trust, and Betrayal in the Workplace: Building Effective
Relationships in Your Organization (Oakland, CA: Berrett-Koehler Publishers, Inc., 2015). 110, ProQuest Ebook
Central.

9

they believe the chaplains are working for internal affairs and would report their conversations.
Therefore, these officers were not willing to share their concerns because of confidentiality
issues.
Another underlying cause of mistrust is there have been three different Chiefs of Police
installed in three consecutive years, which has caused organizational grief because of loss of
friendships developed over the years, workplace trauma, and uncertainty about whom to trust.

Grief is usually associated with the death of loved ones or others such as friends or colleagues
but there is also grief in the workplace. Jeffries J. Shep, suggests in Coping with Workplace
Change Dealing with Loss and Grief, “that grief comes from many sources other than death and
dying. The traumatic changes and losses that have been taking place in the workplace for some
years now have been like deaths to millions of employees and their families. Their grief is real, it
is normal and there are ways to give help to others.”1111
The chaplains want to fulfill their roles and responsibilities to their calling as police
chaplains, to provide spiritual care through the ministry of presence, without prejudices, and
misconceptions regarding their motives, and to lessen resistance to pastoral presence. Because of
organizational grief from the loss of leadership and colleagues who have resigned the chaplains
are being hindered in developing relationships that establish trust. According to Allison Crowe
and Paige Averett, “A major setback that exists among LEOs for receiving the help and support
they need to buffer against the negative outcomes of the profession oftentimes lies within the
overall culture of the profession and the stigma or negative perceptions that one holds about

11

Shep J. Jeffries, Coping with Workplace Change: Dealing with Loss and Grief (Menlo Park, CA: Course
Technology Crisp, 1995), 1. ProQuest Ebook Central.
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seeking needed care.”1212 The chaplains will help police officers manage their grief, maintain
their resiliency, prevent burn-out, and improve retention rate,
Purpose Statement
The purpose of this Doctor of Ministry study is to explore how the organization of CPPD,
Chaplaincy Corps, a new law enforcement chaplaincy corps can be successful in implementing
carrying out and carrying out its goals through, (1) the ministry of presence and pastoral care. (2)

to establish a trusting relationship with police officers and department personnel (3)to identify
symptoms of stress for remedial action, (4) to assist in combating low morale and declining
retention rate of police officers. The College Park Police Department is in a thriving business
district in South Georgia near the Hartsfield Jackson International Airport.
The participants are two female chaplains aged fifty-seven- and eighty-years-old, and
three males aged forty-five-, fifty-four-, and eighty-four years old. This group consists of three
pastors, a psychotherapist, and a police officer, who is an ordained clergy. The benefit of the
study shows that the availability of chaplains would help police officers become better law
enforcement officers because they are there to support them. This benefits the police force, the
city, and the communities, and results in a lower crime rate, less stress and burnout, opportunities
for recruits, and a better relationship with the chaplaincy corps.
As chaplains doing the work of chaplaincy, the discovery is that relationships may remain
surface level. Charles Doyle's mention of the iceberg principle explains surface level as, “A
psychological concept that holds that similar to the iceberg being 90% beneath the surface of the
water, innate human desire is similarly hidden in the subconscious.”13 The work of the chaplain
12
Allison Crowe et al., “‘Let Them Know It’s Okay to Get Help: Addressing the Mental Health Needs of
Police Officers,” Administration and policy in mental health 49, no. 4 (2022): 613–622.
13

Charles Doyle, "Iceberg principle," in A Dictionary of Marketing (Oxford University Press, 2016) online
ed., https://www.oxfordreference.com/view/10.1093/acref/9780198736424.001.0001/acref-9780198736424-e-0869.

11

is to go deeper than the surface level to help the organization deal with their grief and lack of
trust in workplace relationships.
This study will show how this can be done by starting with building relationships,
availability, and consistency through the ministerial presence and pastoral care. This benefits the
police force, the city, and the communities, and results in a lower crime rate, less stress, and
burnout. Figure 1.1 demonstrates how, at the surface level, extraordinarily little may be known of

the importance of building a relationship with the chaplains. The genuineness of their character
and commitment may be tested until their roles are understood. Chaplains should establish a
pattern of availability, consistency, and a humble presence.

Figure 1.1. The Iceberg Principle is displayed by an iceberg in Antarctica below the surface
(photo by Uwe KilsWikimedia Commons license CC BY-SA 3).

From figure 1.1, visible trust cues are the chaplain’s ministerial presence which may have
the symbolism of religion: proselytizing, judgmentalism, and other possible negative perceptions
of the chaplain’s role in law enforcement. Hidden trust constructs are relationship, availability,

12

consistency of the chaplain’s ministry of presence, and pastoral care which will benefit the police
force, the city, families, and the community. Building trust will build morale in a workplace
where the morale is extremely low, and the attrition rate is high.
Mark Oppenheimer, in his studies on Corporate Chaplains, found that employees say,
“they appreciate or at least are not offended by the chaplains, who are usually ordained ministers.
Chaplains are initiative-taking, doing outreach rather than waiting for complaints to filter up.

More.”14This report adds to the fact that chaplains are valued in the corporate world as an
essential ministry of presence and pastoral care. Some of the activities chaplains can participate
in are the morning and evening roll call at shift change, where the supervisor notifies the officers
of notable events that happened during the day or night. This allows the officers to take initiative
on the events that are happening on their watch. This assures the officers of the chaplains’
commitment and sometimes the supervisor may request special prayers like serious concerns for
the officer’s safety or health.
According to Morgan, “One of the fastest ways to get to know officers is by doing ridealong with them. One area where the Chaplain will often be able to work with the officer is in
counseling. The chaplain may be able to invoke confidentiality with the officer.” 15 States differ
on the laws regarding privileged communication but one thing they agree on is that one must be
licensed or ordained to have privileged communication. Officers need to be able to speak with
the chaplain confidentially, and off the record.”16 Chaplains offer pastoral care regardless of race,
gender, national origin, or religion.

Mark Oppenheimer, “The Rise Of The Corporate Chaplain,” Bloomberg Businessweek no. 4293 (August
27, 2012): 3.
14

15

Morgan, The chaplain’s Role 116.

16

Morgan, The Chaplain’s Role, 116.
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Law enforcement officers are confronted with situations that demean and cause mental,
spiritual, and emotional distress. These stressors affect the officer’s family and may also cause
conflicts with members of his or her workplace. Chaplains minister and provide strength,
emotional support, specific guidance, counseling, and other forms of assistance to law
enforcement officers, their families, and communities. Chaplains listen with empathy and advise
officers and personnel when appropriate or when requested. The call to chaplaincy leadership is

not an easy one. Henry and Richard Blackaby write, “To thrive in a complex and diverse world,
teams must have a wide spectrum of perspectives and skills at their disposal. Unity is more
evident when diverse people honestly share their concerns and are committed to their fellow
team members and the organizational goals.”17

Basic Assumptions
A basic assumption is a supposition or assumption that is taken for granted and can be
incorrect. Dave Lee, Maggard Jr. in his writing on Faith Practices in the Modern-Day Police
Department regarding research assumptions writes, “ though the concept of police officers is
controversial and fraught with many perspectives and opinions, it is assumed the responses
gathered in this report will be
honest and accurate.”18
This facilitator’s report will be conducted with honesty and awareness of limitations. The
following assumptions are made regarding this study: (1) The research instrument to be used
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such as questionnaires will require reliable responses. (2) The participants will fully understand
the question they will be asked. (3) The participants will provide honest voicing of their
knowledge. (4) The researcher will present the participants with questionnaires during interviews
regarding how they would engage and maintain trust. (5) The researcher will initiate a survey at
the beginning of the program and then again after twenty-one days to see if there was an
improvement in interest in developing and maintaining the trust toward a better relationship with

the chaplaincy corps.
Definition of Terms
History of Chaplains – The history of chaplains can be traced back to Saint Martin of
Tours, a soldier who shared his cloak with a rejected beggar. Saint Martin saw this beggar who
was rejected by many and gave cover from the blistering cold. Robert Crick describes Saint
Martin, “as a soldier who refused to use his sword after he had a religious experience with Jesus.
Since then, a chaplain, as a pastoral caregiver, crosses institutional, economic, cultural, and
ecclesiastical boundaries to present the God who demonstrates a desire to heal and comfort.”19
Since then the expansion of chaplaincy grew from the military to include various clinical settings
such as hospitals, prisons, law enforcement, and the marketplace.
Law Enforcement Chaplains – These individuals serve cities law enforcement agencies
such as local police departments, sheriff’s departments, prisons, and other municipal agencies. In
these settings, chaplains may volunteer to provide services to a particular office as well as be
available to the rest of the agency. Hunter writes, “The oldest police chaplaincy in the U.S. began
in New York City in 1906. It was during the unrest and social upheaval of the 1960’s that most
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chaplaincies were formed. Chaplains are not intended to be a substitute for an officer religious
leader but are trained specially for the problems peculiar to the work of law enforcement.”20
Relational Trust – In the Dictionary of Pastoral Care and Counseling trust is considered
multifaceted; it involves risk-taking in the human relationship as well as in the human divine.
Hunter states, “trust allays suspicion, self-consciousness, and the fear of betrayal. It creates a
community of privacy in friendship and privileged communication in pastoral communication

without judgment.”21
Presence – To know someone cares and is there in times of distress or need, for example,
Jesus in the Garden of Gethsemane with His disciples before His crucifixion (Matt. 26: 36-46). It
is a sense of being present instead of doing.
Ministry of Presence – This is characterized by suffering alongside the hurt and
oppressed, a being rather than a doing or telling. Hunter describes the ministry of Christian
presence “as having its roots in the doctrine of the Incarnation. Ministry of presence requires the
ability to identify with and experience another person’s experiences and to have empathy,”22
(Matt. 28:20; John 1:14). The ministry of presence includes pastoral care and counseling, soul
care, and spiritual care.
Pastoral Care – Howard Clinebell states, “The chief aim of pastoral care and counseling,
and all types of other ministry are to liberate empower and nurture wholeness centered in Spirit.
Several approaches to caring and counseling are important dimensions of wholeness-spiritual
emotional, physical, mental, and social.”23 Carrie Doehring mentions in the Practice of Pastoral
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Care, “Care begins when caregivers enter the care of the client’s story-making with a sense of
wonder, awe, and humility, opening themselves up to the mystery of life stories.”24 Doehring
continues the argument that compassion plays a vital role in the process of pastoral care and
those who are helping also bring their narratives of pain.”25 William Clebsch and Charles
Jaeckle, in Pastoral Care in Historical Perspective, “describe pastoral care from other
ministerial roles focusing on the “four pastoral functions that are healing, sustaining, guiding and

reconciling.”26 Looking at the numerous definitions of pastoral care, Lynne Baab summarizes,
“the task of pastoral care is to help people see where God is already at work and where they can
join in to fulfill their life purpose as they overcome challenges.”27 Pastoral care provides support
systems that encourage, support, restore, and empowers clients or counselees through divine
presence and response.
Trust – This is the willingness of a person to be vulnerable to the action of another based
on the expectation that the other will perform a particular action important to the trustor,
irrespective of the ability to monitor or control that other party. Robert Solomon and Fernando
Flores define “trust” and “reliance” when they write:
We often talk about trusting inanimate objects: trusting a car to start on a chilly morning
or trusting that a bridge will hold the weight of a truck. But properly speaking, trust is
restricted to agents, beings (usually people or human institutions) who have a choice,
who make decisions, who have attitudes, beliefs, and desires, and who respond to our acts
and gestures with feelings, acts, and gestures of their own.28
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A theological understanding of trust by Theresa Morgan, in The New Testament and the
Theology of Trust: ‘This Rich Trust,’ “is the argument that one person is more likely to trust
another when the trustee has a perceived commitment to professional Integrity.”29 Another
description of trust is given by Chaplain (Colonel) Mark Stewart who suggests in the article,
Enhancing Command Through Increased Army Trust Building Capabilities, “that the Chaplain
Corps should make a pointed effort to increase chaplain capabilities to build and repair trust
within the Army by using a two-step approach, (1} fortifying trust among chaplains (2)
understanding behavior that impacts trust (3) and exporting trust throughout the Army.”3027

Delimitations and Limitations
Several limitations might exist, such as the location of the study and the status of the
participants, which may affect the generalization of the results, along with the subjective

viewpoint of the researcher, who needs to be recognized. Limitations are inherent in the scope of
any quantitative or qualitative study. Only ten law enforcement officers over the age of twentyone-years-old will be presented in this research. It is the expectation that respondents will reply
promptly as requested and that participants fully understand the meaning of the Core Value
Index (CVI). The procedure for accessing the CVI test will be explained in the permission letter.
The researcher must maintain confidentiality by assigning code numbers for each participant.
Delimitations are some participants may be slow to respond or cooperate fully in this study.
Time restraint due to change in leadership, such as a new Chief of Police replacing the interim
chief.
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Thesis Statement
This research study is directed toward how a new chaplaincy corps can facilitate building
and maintaining trust with law enforcement officers through the ministry of presence and
pastoral care. The focus of this study will explore how chaplains and law enforcement officers
can develop connectivity and work together as a team. Through specialized training, chaplains
can have a positive impact on the longevity of officers’ careers and the quality of their

relationships. Having the presence of the chaplains around the department gives a context for
trust to be developed through availability since they are the only minister whom they may relate
to during times of crises such as police shootings, death notifications, natural disasters, and
stress-related illnesses such as burnout, depression, and suicide.
The value of having chaplaincy will be analyzed with reports and documentation to
measure weekly involvement in activities such as crisis management, counseling, formal and
civic functions, hospital visits, and attending roll calls before each shift change to encourage
officers. These activities are part of the overall goal which shows the stages of the ministry of
presence to build trust. Attending classes and functions provided by the police department and
city government will build a trusting relationship and establish credibility. The ability to build
and maintain trust is an important part of leadership and human relationships.
Dan Luce’s writings in “Six Reasons You Should Have a Chaplain” suggest that “there
are faith-related activities where chaplains can help to provide a context for those activities to
take place. Chaplains can be the liaison and coordinators for other faith organizations who desire
to perform services to those of their religious faith.”31 Several areas of discussion will be
examined: (1) the role of different chaplaincy agencies, (2) the history of law enforcement
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31

19

chaplains, (3) trust and confidentiality, (4) ceremonial such as funerals, invocation, and Police
Officers’ graduations, (5) the ministry of presence and pastoral care, and (6) theological and
theoretical foundations models.
This work will be undergirded with scholarly Bible commentaries and drawn from
theological works, books, and articles related to the subject, interviews, and reflections. The
overall benefits of this research will encourage agencies who would like to implement a

chaplaincy program and improve and maintain lasting trust between chaplaincy and law
enforcement, which is the focus of this study. The ability to build and maintain trust is an
important part of leadership and human relationships. Luce suggests that “there are faith-related
activities where chaplains can help to provide a context for those activities to take place.
Chaplains can be the liaison and coordinators for other faith organizations who desire to perform
services to those of their religious faith.”32
Dr. Phillip Whitehead, in his writing Evaluation Report of Research at Six Community
Chaplaincy Projects in England and Wales, defines the rationale of community chaplaincy and
how chaplains understand their role within the criminal justice system. He states that it is a
“personal one-to-one approach for the individual. Someone is there who cares for the individual
and wants to support them. Additionally, community chaplaincy brings hope through forming
supportive relationships.”33 The CPPD Chaplaincy adds value not only to the Police Officers and
Department Staff but to the community, through the application of their faith when needed.
Especially in critical incidents such as shootings, accidents, and loss in the community.
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In the research on “An Investigation of an Expanded Police Chaplaincy Model: Police
Chaplains’ Communications with Local Citizens in Crisis,” Valerie Gouse shares,
As a result of an increase in crisis service, chaplains often respond to a crisis as service to
the community offering spiritual care to those who have no prior association with crisis
chaplains and have no basis for trust or confidence, therefore, Police Chaplains' services
include the community, especially in times of crisis.34
The CPPD chaplains’ visibility in the community alongside police officers will help in
building a bridge of trust which is non-threatening. Ron Nottingham in his research on Chaplain
corps: Partners with law enforcement and the community describes the role of a chaplain, “A
chaplain is a licensed or ordained minister called not only to serve his/her congregation but the
community. The chaplain is a liaison to the community and adds another dimension to law
enforcement. They must be willing to serve the community through direct contact with families
and persons.”35 This facilitator agrees with Nottingham that chaplains and law enforcement can
work together successfully to meet the needs of the community.
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Chapter 2: Conceptual Framework
The Literature Review
College Park Police Chaplaincy Corps (CPPCC) is an unprecedented chaplaincy corps
because before the chaplains were installed no one had developed a comprehensive plan to
provide spiritual, emotional, and mental support to law enforcement personnel to bridge the
perceptual gap between law enforcement and the community of College Park. In addition, there

was no specific body for spiritual guidance in place to enhance the well-being and quality of life
of their police officers by offering a listening ear, a supportive presence, and providing pastoral
care upon request. This study will use literary works that will support findings on the areas
surrounding law enforcement chaplains: the role of various chaplaincy agencies, trust and
confidentiality, the ministry of presence, and pastoral care. In conjunction with the abovementioned, this study consists of theological and theoretical foundations that undergird findings
and the use of biblical concepts and Scriptures that are congruent with the theory, and if
incongruent an explanation will be given.

The Role of Different Chaplaincy Agencies
Robert Crick, an authority on chaplaincy ministry, writes in Outside the Gates on the
history of pastoral care and describes chaplaincy as, “a model that goes where people are, asks
permission to enter their crisis, listens to their needs, and then, together with care recipients,
work towards resolving the present crisis.”36 Crick describes military chaplaincy as being
assigned to the US Armed Forces since 1775. Since the chaplaincy began, approximately 40,000
chaplains have served in the military forces of the United States. Crick goes on to write:
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Two principles from early history are crucial to chaplaincy assignment. The following
principles which are observed by every branch of chaplaincy connect with the CPPD
chaplaincy program; Chaplains must not lose their identity as ordained ministers and
representatives of a particular faith group when they put on a uniform. Chaplains are
expected to respect religious diversity, therefore, making provision for all those who wish
to celebrate their faith tradition.37
Many insights were gained from Crick’s writings on clinical chaplaincy: mental health
chaplains, correctional chaplaincy, marketplace chaplaincy, campus chaplaincy, and volunteer
chaplaincy. However, there was no mention of law enforcement chaplains, which is a separate
entity from the correctional chaplaincy. Alan Baker states,
In Hospital Chaplaincy the Chaplains provide spiritual and emotional care to all patients,
families, and staff in an environment of anxiety, sickness, pain, birth, and death.
Chaplains are typically present at any announced hospital emergency code, death, and
multiple trauma that occurs at medical centers, and they are frequently included in the
multidisciplinary team.38
In Baker’s opinion, chaplains frequently are included in the trauma team, and they may
offer holistic care, including stress management and palliative care. These are notable areas of
differences between law enforcement and hospital chaplaincy agencies, but the information
provides some insight into the functions of this chaplaincy.
Josiah Opata shares his thoughts on the need for prison ministry from the correctional
chaplain’s perspective on ministry. The perspective is that there is no response from the church
including pressure in timing, no adequate support from denominations, and inadequate resources
for effective programming. There is also a lack of support from secular administrators or an

overabundance of dictatorship when administrators get involved. Correctional chaplains work
about forty hours a week, which can affect their families negatively, and some report frequent
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and serious conflicts with inmates or staff. There are often too many inmates per chaplain, with
an average of about 1,000 to 1,500 inmates in one facility.39
This writer finds that Opata’s negative impression of prison or correctional chaplaincy was
emphasized in certain chapters and was not encouraging for one who would seek to become a
chaplain. The report on prison ministry helps one to learn about the institution as reported by
various chaplains interviewed. In the CPP ministry setting the jail is in the same building the

corps work and they have not encountered prisoners, nor have they ever been asked to provide
ministry to them.
History of Law Enforcement Chaplaincy
In February of 1973 three Internal Revenue Agents were killed in an auto accident. Death
notifications needed to be sent to families located in cities outside the Washington, D.C. area.
Because Chaplain Joseph Dooley was very frustrated at not being able to contact other law
enforcement chaplains for assistance, he dedicated himself to assure that never again would he
find himself isolated from other law enforcement chaplains.40 In June of 1973, a letter was sent
to the president of 175 police associations, chiefs of police of major departments across the
United States, and law enforcement chaplains. Dooley outlined two major goals for a proposed
chaplains association:
1. Promote the bond of brotherhood so chaplains from far-reaching communities in the
United States and Canada would be joined together in fellowship and establish a
directory including their department or police association and other contact
information.
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2. The association would serve as a clearing house for helpful information relevant to
police chaplains.41
There was a Historic meeting held to celebrate the achievement of this major event.
In October 1973, the first group of chaplains gathered in Washington, D.C. to organize
the International Corporation of Police Chaplains (ICPC). The official name agreed upon at a
later meeting was The International Conference of Police Chaplains. For the first time, chaplains
from every part of the country had an assembly to share their experiences and dreams for law
enforcement chaplaincy. As a result of Dooley’s vision, the organization has over 2350 members
at the date of this writing.
The historical and legal foundations for chaplaincy were established in the sixteenth
century when people accompanied soldiers in battle. In modern times chaplains are serving in
multiple and varied settings. Chaplains may be ordained clergy, counselors, firefighters,
psychologists, or police officers, or have backgrounds in other areas of expertise and callings.
In response to a need for ministry to law enforcement, the first meeting of a group of
ministers took place in January 1978, in Hapeville, Georgia. It is recorded that “At the winter
meeting of the Georgia Association of Police Chiefs, the decision was made to form a loose
organization to determine the extent of interest in such a ministry and in July 1978, at the chiefs’
meeting, the organization was formalized.”7 Since then, the organization has experienced steady
growth and has developed standards and curricula for the certification of police chaplains.
According to the article “African American Communities,” which discusses the history of
the Georgia Association of Police chaplains,
The Association is in the process of carrying out an educational program that will
familiarize all Georgia Law Enforcement administrators with the purpose and philosophy
of the Police Chaplains. All indications that the Georgia Association of Police Chaplains
41
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program is unique among the programs in the nation, being the most ambitious and
comprehensive of its kind.42
CAS is truly fortunate that chaplains can be a member of either the International Conference of
Police Chaplains or the Georgia Association of Police Chaplains.
William Granlick, in the role of a chaplain, argues in support of the necessity of the role
of chaplains in law enforcement. He writes, “because of stress individual law enforcement
officers inside keep those pressures. As a result, police officers as a group are more prone than
the average citizen to have marital problems, drinking problems, medication problems, and
socialization problems.”43 In agreement with his writings, police officers tend not to seek help,
sometimes even when encouraged. Therefore, to bridge this resistance the chaplains of CPPD
will be intentional in their availability, during normalcy, and in critical situations.
As a trained professional the chaplain is constantly dealing with people under stress,
using the ministry of presence to gather in safety the wounded under his or her care. The
chaplain is a confidential confidant and can be trusted, but for some, it takes time to develop that
trust. Chaplains are trained to strictly observe agency protocol to ensure crime scene integrity is
maintained. Chaplains are available as a resource when it comes to questions on religion and life.
They may also teach classes on a variety of topics such as marriage and family, burnout, dealing
with depression, and suicide. The chaplains are there to lighten the load, bringing the love of
Jesus Christ to provide comfort in distress through the ministry of presence (Isa. 61:1).
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Trust
Building trust with police officers, chaplains, and the community is fundamental to
effective policing, and improves communication, especially in this era of mistrust towards
policing. Building trust and legitimacy were the first of the Six Pillars identified by the
President’s Task Force of the 21st Century as essential for police reform. According to the Task
Force findings:
Law enforcement agencies should also track and analyze the level of trust communities
have in police just as they measure changes in crime. This can be accomplished through
consistent annual community surveys. Finally, law enforcement. Should also proactively
promote public trust by initiating positive non-enforcement activities.44
The King James Dictionary describes trust as, “a reliance or resting of the mind on the
integrity, veracity, justice, friendship, or another sound principle of another person. That which is
committed to one’s care and that trust should never be violated.”45 The CPPD chaplains seek to
help build trust with the police and community by assisting them with various programs offered.
Another significant dimension of trust is added to this conversation by writer Bernadette Curtis
in Psychology of Trust. She argues about trust as it relates to trust in general and relational trust,
“There is a great deal of ongoing research about trust in psychology, sociology, behavioral
economics, organizational behavior, and the process of trust development. There are two types of
trust: (1) trust as an orientation toward people in general and (2) relational trust. The former
construct, which was a function of the perceptions of strangers’ trustworthiness, is
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operationalized as Propensity to Trust, and the latter is based on the assessment of a particular
partner’s trustworthiness."46
In Decision to Trust: How Leaders Create High-Trust Organizations, Robert Hurley
provided a detailed analysis of the subject of trust as he writes, “A great deal of the trust-building
and repair process requires high-skilled communication in a context where conﬂict is a
possibility: an exploration of interests and similarities, accurate expression of intentions, and the
development of relational bonds that can enhance personal comfort.”47
The goal of this study serves as the motivation to have police and chaplains work
together to help the organization deal with inner conflicts, and low morale and improve retention
rates and trust in the workplace. The outcome will be a safer community and improved
government, and it would serve as an example for other cities that have not established a
chaplaincy and desire to do so. Hunter summarizes trust “as creating a community of privacy in
friendship and privileged communication in pastoral communication without judgment.”48
Ken Rotenberg defines trust: “trust includes psychosocial theory, attachment theory,
Piagetian Theory, and Generalized Trust beliefs. Another approach is the social capital approach
which is a quality established among members of society, or social networks that bind
individuals together and promote norms of reciprocal cooperation.”49 These authors’ views have
helped to broaden the scope of variables encountered in different disciplines so that more insight
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can be applied to research about facilitating and maintaining trust between chaplains and law
enforcement.
Presence: Ministry of Presence
The presence of a chaplain has meaning beyond having just another person in the room.
The ministry of presence is a ministry given to all Christians. Christians are a royal priesthood,
according to 1 Peter 2:9, and as priests, they mediate God’s presence. S. M. Geller points out,
“Therapeutic presence is also a relational experience when clients view us as present with them,
they are invited to become more present to themselves and in the relationship. A larger state of
shared presence begins to emerge and both parties begin to synchronize.”50
Chaplains provide care for both those who are entrusted in their care and those beyond
their duty assignment through means of offering care in disasters, and homelessness, making
referrals for those who are destitute, and finding the location for accessible vaccination sites for
seniors and the disabled during the COVID-19 pandemic. Baker points out that,
A chaplain’s work is to be present with people and some days may be disappointing.
There can be a feeling of inadequacy towards his or her performance which may lead to a
feeling of discouragement, especially when responding to crisis and tragedy. But a
chaplain’s ministry of presence provides tremendous value for the people and institution
they serve.51
Chaplains radically change the people they serve and the situations they encounter by
being incarnationally present and bearing the grace of Jesus to all who will receive. In Galatians
6:2, believers are exhorted to bear one another’s burden, and John 15:12 reads, “This is my
commandment that you love one another as I have loved you.” Paget and McCormack share that:
Chaplains are ordinary people with no supernatural power of their own, yet the presence
of God in the person and ministry of the chaplain brings healing and wholeness to the
50
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client. Chaplains’ presence has a calming effect that brings calm to chaos, victory over
despair, and comfort in a loss. Chaplains practice the presence of God through prayer,
rituals, listening, the Holy Scripture, and acts of service. (2 Corinthians 1:5) Chaplains
are also perceived by clients as God’s presence in their midst which exudes peace and
comfort.52
In the CPPD chaplaincy, relationships, resilience, readiness, and religious or pastoral care are the
building blocks in facilitating trust. To build a relationship with law enforcement (police officers
and personnel), or in any leadership position, there should be availability, visibility, and
consistency. Chaplaincy differs from being a pastor in that it is primarily a ministry of presence.
Chaplains are available 24/7, which conveys to police officers that they are the number
one priority either individually or corporately for police chaplains. Trauma does not only happen
during the workday but can occur at any time. Thus, availability becomes a perpetual presence.
Chaplains go the second and third mile. When they are needed, they are there. God has been
present and available, and so will his people be present and available to others. In Outside the
Gates, Crick points out that the presence of chaplains can be recognized as having established
relationships with persons at all levels of leadership to the extent that when chaplains are not
available, their presence is felt.53 The role of a chaplain is to serve, not preach. When an officer
asks what a chaplain does, the door opens to share the Christian faith.
Regarding the ministry of presence Sonny Guild writes, “As God’s care for us has been
manifested in tangible ways, our caring should also be revealed by our presence. The presence of
a Christian has meaning beyond having just another body in the room. We are a royal priesthood
(1 Peter 2:9), and as priests, we mediate God’s presence.”54
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Visibility is another key element in the ministry of presence. Police officers need to see
the chaplains before they need them. Visibility can be accomplished by walking around the
department or other sites connected to the job description. The officers and personnel will
become accustomed to the chaplains and are more apt to comfortably share in their time of need.
God will put chaplains where they are needed because they can work through the inconsistencies
of interruptions that may occur anytime.
Another area chaplains can be aware of is consistency in visits. When the supervisors
know an established routine, they will reach out to the chaplain(s) or recommend an officer that
wants to reach out to them. The established routine can be a particular time and day to visit when
the chaplains have an unscheduled visit. One chaplain is known for dropping by with fruits and
candies and another is known for bringing in pizza on special occasions such as birthdays for
their “heroes.” Chaplains can build a bridge of trust by developing a relationship with law
enforcement through an established routine that will become a natural occurrence for all.
During visits, the chaplains can speak to all personnel, inquire about their welfare, and
express their appreciation for their service. This will facilitate trust. More research is being done
in understanding the role of law enforcement chaplaincy and their spiritual practices through the
ministry of presence. When chaplains express care and therapeutic presence, they are exhibiting
Jesus’ loving-kindness and concern by being present (1 Pet. 2:9).
In Therapeutic Presence: A Mindful Approach to Effective Therapy, S. M. Geller and L.
S. Greenberg points out that “Therapeutic presence involves being open and receptive to what is
poignant now. This allows for an attunement to the other that is based on sensing the other’s as
well as one’s own experience and the relationships between them. This can be communicated
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nonverbally by gaze and tone of voice and verbally by timing and pace.”55 This attunement to
therapeutic presence can be a particularly crucial tool in helping chaplains to be effective in
counseling police officers or staff and peers.
Hunter defines pastoral care as being “historically within the Christian community as in
the care of the soul tradition. This care may be understood as carefulness or anxious concern, not
necessary as healing for the soul.”56 Another interpretation Hunter provides is that pastoral care
usually refers to a larger dimension of the larger task of ministry which includes a conversation
with persons or groups who seek interpersonal, moral, or spiritual guidance.57 Through initial
training from the International Conference of Police Chaplains (ICPC), the CPP chaplains learn
that no one is confronted with more situations that demoralize and create emotional, mental, and
spiritual burdens than today’s law enforcement officer. These burdens also affect the officer’s
family and other members of his or her department. Law enforcement agencies need the
chaplains’ specialized guidance, counseling, and assistance for their officers, families, and
communities. As members of the ICPC these guidelines are adopted in CPPD’s chaplaincy
program:
•

•

•

A law enforcement chaplain is a clergy with a special interest and training in providing
pastoral care in the high-powered and dangerous world of law enforcement. This pastoral
care is offered to all people, regardless of race, gender, sexual orientation, national origin,
creed, or religion. It is offered without cost or the taint of proselytizing.
The law enforcement chaplain is led in his or her faith to be available and ready to serve
those in need. The chaplain’s ministry provides a source of strength to law enforcement
officers and their families, other department members, the community, and the
incarcerated.
The law enforcement officer’s clergy or religious advisor in private life, although trained
in ministry, is not necessarily abreast of the problems and dangers faced by officers.
Chaplains, listen and participate in the workplace of law enforcement officers with
55
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empathy and experience, advising calmly in turmoil and danger, and helping when
appropriate or requested.58
Practical Theology of Chaplaincy: Ministry of Presence
The ministry of presence as it associates with chaplaincy ministry is interpreted by
Andrew Purves as using biblical illustration through the Word of God and imagery. Chaplains
are the bearers of the presence of God. He further states chaplains are to be equipped with a clear
knowledge of God and the ministry of Jesus as Emmanuel through receiving the gift of the Holy
Spirit (Matt. 1:23).59 Isaiah 7:14 foretells the Incarnational Christ: “Therefore, the Lord himself
shall give you a sign. Behold, a virgin shall conceive, and bear a son, and shall call His name
Immanuel.” Jesus reassures His disciples of His eternal presence. The promise of God’s presence
in believers’ life is also expressed in the Gospel of Mark: “Go into all the world and preach the
gospel to all creation, then the disciples went out and preached everywhere, and the Lord worked
with them and confirmed his word by signs that accompanied it” (Mark 16:19-20). The ministry
of His presence is effective through believers’ ministry.
In A Handbook of Chaplaincy Studies, Andrew Todd mentions, “chaplains also
recognize, that while not everyone comes from a religious background, all human beings share a
general need to find value, meaning, and purpose in their lives, and they help them through the
ministry of presence.”60 This statement connects with the concept that the training and
experience of chaplains give them the relevant skills and sympathies they need to offer hope to
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law enforcement, and sometimes a grieving community. Chaplains should establish a theological
core by reflecting on their spiritual beliefs to form a principle for spiritual care.
Critical theological reflection positions chaplains to hear and meditate on the Word of
God in their hearts. Reflection can bring relevancy to the best way that defines the unique
ministry of the chaplain. A customary practice among the CPP chaplaincy corps involves having
a monthly meeting that includes prayer and a brief theological reflection on current experiences
in the line of duty. Spiritual lessons are learned from special challenges encountered, and their
resolution. These monthly sessions promote comradery, facilitate spiritual growth, and build trust
which enables the chaplaincy corps to be empathetic to others.
Crick writes, “chaplaincy without a personal, spiritual revelation of God’s love cannot
communicate authentic care as revealed of God’s love or cannot communicate authentic care as
revealed by the Spirit because the chaplain has not experienced the knowledge of that care.”61
Crick adds that chaplains should be aware of God’s revelation in all situations regardless of how
terrible or destructive the event happens to be. He writes, “Chaplaincy is a critical ministry for
individuals, families, and communities that requires that chaplains approach these events with
theology intentionality and reflectively and personally and professionally.”62
. Chaplains should realize that even in their weakness, they can use the Holy Spirit to care
for and provide comfort because the Holy Spirit is the comforter and the one who helps them
overcome their weaknesses. All chaplains should be aware of the existence and work of the Holy
Spirit in ministry to provide real care in their workplace.

61

Crick, Outside the Gates, 51.

62

Ibid.

34

In writing A Ministry of Presence, Winnifred Sullivan adds to the research on this topic
by stating, “A ministry of presence has become commonplace in a truly short space of time.
Ministry of presence has moved beyond its Christian origin and the phrase is used by chaplains
from a wide range of religious traditions in varying institutional settings to designate their
work.”63 She also states that “The use of presence is also the language that the government and
other institutions often use to describe what chaplains do.”64
The Image of the shepherd comes to the forefront of memory from former theological
studies of Christ as the good shepherd as it is written in Psalm 23. Sullivan defines the
theological views of other chaplaincies, and this helps gain a better understanding of the ministry
of presence in other settings. Sullivan states, “Military chaplaincies, health-care chaplaincies,
and others often use the image of the shepherd or the symbol of the shepherd’s crook to convey
the role of the chaplain.”65
In The Metaphor of the Good Shepherd in The Gospel of Mark, George Cheruvathoor
argues that “the metaphor of Shepherd in Mark portrays the inclusive pastoral identity of Jesus.
The salvation promised is offered to Jews and Gentile sheep alike. Jesus in the Markan gospel
not only gathers the leaderless sheep of Israel (6:34) but also the eager and faithful Gentiles
(7:24-30; 8:1-9).”66
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Jesus is portrayed as a leader who guides the crowd and a true Shepherd who feeds,
satisfies, and guides his sheep.67
William Avery suggests in “Toward an Understanding of Presence” that “the covenantal
nature of God's relationship to us means that presence is crucial. Because God enters a
relationship with us, the ministry is relational. A genuine presence is needed. But presence needs
to be consistent with the message of the gospel.”68 In The Popular Encyclopedia of Christian
Counseling, Fred Milacci asks the question “How then can someone effectively minister to the
suffering?”69 He uses the Book of Job to formulate the answer:
1. Be present. In times of pain, nothing can be better or more comforting than friends
who are willing to just be there. (Job 2:11)
2. Be silent. Job’s friends not only came to be with him, but they also sat with him for
seven days and never said a word, (Job 2:13) sometimes the best thing to say to
someone who is suffering is nothing at all. (Jas. 1:19)
3. Be Encouraging. The primary goal of helping the hurting is not to provide answers,
explanations, subjective opinions, or advice, but to offer comfort and encouragement
to them.70
The CPP chaplaincy corps’ mission is aligned with the above theological writings and
part of that mission is to provide spiritual and mental support to law enforcement officers and
staff. Their supportive presence and individual pastoral care enhance the well-being and quality
of life of the officers. Presence and pastoral care are needed and are necessary as the officers
serve the community, especially in times of disasters, police shootings, officer deaths, suicide,
the COVID-19 pandemic, and imminent danger in the line of duty. During severe crises, the
police community becomes vulnerable emotionally and mentally and the chaplains' presence
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serves as a reminder of God’s presence, which brings hope, peace, and a trusting relationship.
Samuel Wells adds that vulnerability creates relationships just as much as invulnerability lessens
them. He mentions partnership is about recognizing where walking alongside one another allows
reciprocity to develop, such that some things are best done by another person and allowing them
to do such things can deepen a relationship and foster mutual respect and appreciation.71
Wells suggests that when a person is in tears, it is sometimes best to be silent, hold a
hand, and/or offer a hug. There are also moments when one can ask, “Would you like me to
pray?” There are times when one can say, “This is a tough time and we’re going to get through
this together; and even if we don’t, I’m not going to leave you to face it alone.”72 The crucial role
of chaplains is to reassure the recipients of their care according to their religious preference or
spirituality to be aware of God’s presence in times of adversity.
Mark Elliott states, “We are wayfarers in this life. Many are walking along this way. All
need to make a good passage. The Lord Jesus is walking with one who is making a good
passage. Thus, we read ‘When you pass through the waters, I will be with you, and the rivers
shall not cover you, nor fire burn your garments when you shall walk through’ (Isaiah 43:2).”73
The theological basis of this research is focused on the ministry of presence as chaplains being
the image-bearer of Christ.
The metaphor of Jesus as the Good Shepherd and the shepherd’s rod symbolizes the
healing, sustaining, and caring ministry that continues throughout the years by his faithful
servants. This ministry work is not confined to the work inside the walls of the church, but also
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in chaplaincy ministries such as prison chaplaincy, hospital chaplaincy, mental health
chaplaincy, corporate chaplaincy, and military chaplaincy.
Another view regarding the complexity of the theology of chaplaincy is given by Murray
D. Earl. He writes:
Being a pastor and prophet in the Armed Forces demands a robust theology and analysis;
because of the context, questions are asked by the chaplain, the military, the state, clergy
colleagues, and the wider secular world, let alone spouses and children. Yet the theology
is simple. From the chaplain’s viewpoint, it is imperative to “go” to the “least of these.”
The least of these, as seen by many in and outside of the military, in war and peace are
service personnel. To serve these people and this context with the ministry of presence is
a response to a particular calling and appointment, which is no less or more important
than other ministries, simply different.74
Studies are still in progress regarding the role of chaplains in institutions.
The Theoretical Foundation
This thesis will analyze the theoretical aspects of the trust model or theories that exist to
justify the purpose of this research. In this theoretical framework for trust between chaplains and
Law Enforcement, the study is important because existing research is insufficient. To establish
the practices of models of trust components such as trustworthiness, confidentiality, and trust as
an obligation will be examined from a psychological, theological, and relational study. John
Braithwaite, in his writing “Institutionalizing Distrust, Enculturating Trust” states, “there are two
conceptions of Trust. Legal conceptions of trust are strangely peripheral to social science
literature. The most important of the legal conceptions are of trust as a moral obligation of
power: directors as trustees of shareholders, legislatures as trustees of the people.”75 He broadens
the definition of trust as it relates to trustworthiness:
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He calls the legal conception of trust an obligation. He views trustworthy actors to be
those who cognitively accept their obligations and act to honor them. This view portrays
trust as confidence, in contrast, to trust being an obligation. Scholars agree that trust
primarily has two bases: trustworthiness—the extent to which a trustee is competent,
honest, and has goodwill toward the trustor—and trust propensity—a stable trait
reflecting the trustor's generalized belief that others can be trusted.76
Due to this trait characterization, the literature has reached a consensus that trust
propensity is only an important base of trust in the earliest stage of a relationship—before
information on persons is revealed. To further ponder the psychological approach, another
instrument this study will utilize is the CVI Index Assessment Test. Julie A. Suhr in her writings
on A Problem-Solving Approach Psychological Assessment gives the reader insights on
assessment-related decisions. She argues that:
One of the important assessment-related decisions an assessor must make is which, if
any, tests to administer to a client. That first decision, which tests to administer to a given
client, is comprised of additional decisions involving (1) determining which constructs
need to be measured, (2) examining how good any particular measure is at assessing the
constructs of interest, (3) considering the appropriateness of that measure in the context
of other measures and other data available to make the assessment decision, and (4)
evaluating whether that measure is appropriate for the client in the particular assessment
situation at hand.77
In the selection of the tool for this thesis project, careful consideration was given to the
appropriateness of the measure. One of the goals of the study is to improve the effectiveness of
the chaplaincy program by applying improved tools and methods to honor the “core values” of
each participating member of the police department with the assistance of the Core Value Index
TM personal assessment. The goal will be to help each person feel more honored, thereby
increasing the connection with chaplaincy, which builds trust, and increases job performance and
engagement.
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Figure 2.1. The Core Values IndexTM (CVI).
EXOS ADVISORS state, “The CVI is a unique, reliable assessment tool created to reveal
the unchanging nature of an individual. It characterizes and quantifies what Abraham Maslow
called ‘the unchanging innate nature of a person that inscribes where a person can make their
highest and most productive contribution to the world.”78 The direct benefit for participants is
increased awareness of one’s core values and how they work. Benefits to society include a police
force of individuals that are being supported to a new level based on advancements in personality
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assessments and their connection to job engagement. Also, it has the potential to lower employee
turnover, eventually.
John Brennan Meandrew in his writing points out that “Morale is the total of an
individual’s feelings or attitude regarding his or her work or membership in a group or
organization. The two primary components of morale are job satisfaction and organizational
commitment.”79 The above research shows that the susceptibility of police officers to low morale
and its consequences has been a focus of study since the early 1960s. The findings of more
recent studies show that the main source of low morale in police officers points to certain
management problems in the organization and is not endemic to police work in general.80
Research also shows that police morale wanes as years of service increase causing a steady
decline in commitment.
At the CPPD morale is exceptionally low due to a lack of organizational support from the
city government and the command staff. Grievances expressed are long hours, and a shortage of
police officers due to insufficient salary, which is considered less than in other local cities. There
is also dissatisfaction regarding a shortage of police cars, lack of body cameras, and other issues.
Since there is enough evidence pointing towards the opportunity for building trust and
increasing morale in this organization, the CVI assessment will be a valuable instrument. The
measurement of the accuracy of an assessment is the extent to which changes over time reflect
repeat score reliability. The CVI has been proven by EXOS in longitudinal studies to have the
highest rating at over 94%. It provides a clear and useful picture of the innate, unchanging nature
of an individual. This is quite different than personality and behavioral assessments.
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Figure 2.2. EXOS Advisors CVI Portal.
EXOS ADVISORS state:
We measure Core Values using the Core Values Index (CVI) assessment, which tells us
what drives a person to be a top performer in their life and work – whether that is taking
gut-intuitive action (Builder), building strong relationships (Merchant), strategizing, and
thinking creatively (Innovator), or knowing the facts and the right way to do things
(Banker). Each person’s Core Values are unique to them and are innate – though
sometimes certain Core Values are suppressed or overly praised, making it hard for
others who do not “get it” to feel like they have a place. Issues with an under-praised or
over-praised Core Value can have significant effects on relationship dynamics, which of
course will play into company dynamics.81
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Figure 2.3. Core Values Index Key.
EXOS has found a way to understand and honor people. Instead of evaluating them
based on skills, experience, and even performance, there is a way to learn about each person’s
core motivators. People may not even be aware of what is frustrating them, so one of the ways
EXOS provides awareness of how people are wired to operate is through the Core Value Index
assessment. EXOS Advisors state, “The Core Values Index™ is a unique tool to measure the
unchanging core motivators of a person that is even deeper than behavior or personality tools. If
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someone takes the Meyers Briggs or DISC profile twice in a year, some results may come out
differently each time.”82 EXOS believes the CVI is a positive, stable way to honor how people
want to contribute and be understood. This lowers frustration and miscommunication and
increases engagement.
Another personality test is the Myers Briggs Jung/Myers theory of psychological types.
Naomi L. Quenk states in Essentials Of Myers-Briggs Type Indicator Assessment that,
the Myers-Briggs Assessment is a way of describing and explaining certain consistent
differences in the ways that normal people use their minds. The MBTI questionnaire
purports to identify these differences through a 93-item, self-administered, paper-andpencil questionnaire. Results show the respondent’s preferences on each of four pairs of
opposite categories, which are called dichotomies.83
The DISC Behavioral Instrument is used to find out what makes people act the way they
do. Mary Kay Slowikowski mentioned in Using the Disc Behavioral Instrument to Guide
Leadership and Communication that, “Behavioral Instruments can be useful tools to help leaders
gain insight into how to better communicate with coworkers. The DISC instrument classifies
behaviors into four personality types (i.e., Dominant, Influencer, Steady, and Conscientious) and
provides methods leaders can use to work with each personality type.”8477 These Behavioral
Instruments are mentioned to show different approaches to testing and assessments that are
available.
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CHAPTER 3 – METHODOLOGY
This study aims to improve the effectiveness of the CPP Chaplaincy program by applying
improved tools and methods to honor the "core values" of each participating member of the
police department with the assistance of the Core Value IndexTM personal assessment. The goal
will help each person feel more honored, thereby increasing personal connections with chaplains,
building trust, and increasing job performance and engagement. The CPPD Chaplaincy was
established on November 17, 2021. Since then, chaplains have been experiencing a lack of
confidence in police officers. The mistrust and foreseeable changes in Command Staff could
negatively impact chaplaincy. The project facilitator argues that the problem with the CPPD
chaplaincy is that it does not exert itself to address the problem and make necessary changes.
Therefore, the chaplaincy and Law Enforcement at CPPD could benefit from this study to create
an environment that facilitates trust through the ministry of presence and pastoral care.
Michelle Specter and Gwen Jones argue that "the hierarchical position that a person
possesses within an organization can influence the initial trust levels that a coworker has for that
person”85 They conclude that role-based trust is influenced by the knowledge that a person's
occupation of a specific role can determine the trust level for various employees within different
organizations. In the Review of Speed of Trust by Charlotte Bouillot, “Trust is the key
competence in our global economy since it determines the success of relationships.”86 This study
by the Facilitator is designed to show how getting to know the individual can break down
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barriers between chaplains and police officers and develop trust as mentioned in the above
authors' research on trust.
Intervention Design
Jeffrey S. Beaudry and Lynne Miller write,
The intervention design includes Qualitative research studies on social phenomena and
events, human relationships and experiences, and the meanings people ascribe to them.
Types of qualitative methods include ethnography, case study, phenomenological study,
narrative inquiry, and two kinds of text analysis (qualitative document analysis and
critical discourse analysis).87
Within qualitative research, interpretation makes meaning from the data analysis based on
phenomenology, symbolic interaction, grounded theory, critical theory, or conceptual
frameworks. Beaudry and Miller also state:
Data collection is also limited to observations, interviews, and documents/discourses. The
researcher is the crucial instrument for data collection and analysis. Data analysis often
uses generative or a priori codes. The quality indicators of qualitative research come
under the umbrella of trustworthiness and transferability. Data are presented and analyzed
in words and images. Results are case - specific and cannot be generalized to other
settings or actors.88
This facilitator emailed the designed email to selected police officers requesting them to
participate in this thesis project to implement the intervention process. Two of the criteria for
participants are that they should be a member of the CPPD staff and be over twenty years of age.
Taking part in this thesis project is voluntary. The purpose of the study is to improve the
effectiveness of the chaplaincy program by applying improved tools and methods to honor the
core values of each participating member of the police department with the assistance of the
Core ValueTM personal assessment. The goal will help each person feel more honored, thereby
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increasing the connection between chaplains and police officers, further building trust. If
participants agree to this study, the facilitator will request them to do the following things:
1. Complete a brief online personal assessment called the Core Value Index (CVI)TM
that measures a core part of their personality. The test takes 10-15 minutes to
complete.
2. Attend chaplaincy meeting sessions to coach around the core values or continue
attending existing meetings with the chaplain(s). A shift in focus will be needed to
include covering the assessment for personal improvement (under 60 minutes per
session).
3. Complete before and after surveys around engagement, trust, and satisfaction (30
minutes for each survey).
The direct benefits participants should expect from taking part in this study are as
follows: their completed Core Values Index™ report ($50 value) and increased awareness of
one's core values and how they work. This can be applied, as participants advance, to any life
situation at work or beyond to improve personal development. Additionally, continued
chaplaincy coaching can contribute to a sense of support for one's role with the police officers
and community. Finally, benefits to society include a police force of individuals supported on a
new level based on advancements in personality assessments and their connection to job
engagement.
There are no perceived risks involved, other than any personality to job-based
information an employee may share that could be confidential. All such information is entirely
voluntary and held under the existing confines of the chaplain-to-employee relationship with its
standards.
The records of this study will be kept private. Published reports will not include any
information that will make it possible to identify a subject. Research records will be stored
securely, and only the researchers will have access to the documents. To protect the anonymity
and privacy of participants, each participant will be assigned a unique code in place of releasing
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their actual name. Only the researchers will be able to match given codes with real names.
Participants will be asked to enter a valid email address to receive their full report and utilize the
online assessment system.
The email address will be visible to researchers and the parent company through which
the assessment is administered. Participants may input any email address, including one that by
nature does not reveal participants' names, at their discretion. Chaplaincy coaching sessions, or
debriefs of Core Values Indexes, will be done as usual in a location where others will not easily
overhear conversations. The data will be stored within the online platform and computer servers
of eRep, Inc., a Portland, Oregon-based company that distributes the Core Values Index™, under
their privacy policy, which is disclosed on their website https://erep.com/legal/privacy-policy/
and is offered for review when an individual visit to the site to complete their assessment.
This data indefinitely remains the property of eRep, Inc., but will be anonymous in that
only code names are entered into their system, not actual participant names. Data and any
findings or results in future research may be used to write case studies or testimonial collateral
pieces, but always in keeping with the anonymity and privacy rules stated previously.
Confidentiality cannot be guaranteed if participants become interested enough in the process to
share their experiences or assessment results with coworkers or family. The Core Values Index™
is widely regarded as a positive psychology instrument that participants can quickly want to
share with their colleagues and loved ones.
These findings from the Core Value assessment enable the study to focus on problems,
key issues, and concerns that affect the CCPD chaplaincy and law enforcement officers at that
location of employment. The intervention design also seeks to bring awareness to people by
seeing how they are fearfully and wonderfully created, according to Psalm 139:13-16. The
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chaplains will gain a better perspective of their "inner bent," or uniqueness, which increases
awareness of the spiritual contribution of their presence in this ministry setting. According to
Tim Sensing, "one should see ministry and theology as (1) a communal activity-faith relating to
others (2 )theology as a formative activity-faith shaping identity (3) theology as a critical
activity- faith seeking understanding in practice and faith expressing itself in the marketplace."89
The project participants selected were ten police officers willing to participate in a multimethods approach. Ori K. Miller, Roni Strier, and Liat Pessach state in their article “Power
Relations in Qualitative Research” that, "there are studies that try to prove that ethical and
methodological dilemmas lead to a continuous struggle to find a way to create power relations
that balance the building of a respectful relationship between researcher and participants, based
on mutual trust and clinical knowledge.”90 The importance of dynamics of the facilitator and
participant relationship is crucial to the success of the study; therefore, caution should be
exercised not to betray participant trust or distort the meaning of their comments. Another
concept to explore is the facilitator as a servant leader.
Sen Sendjava and James Sarro state, "Several have argued that the source of a servant
leader’s motivational base lies in their principles, values, and beliefs or their humility and
spiritual insights. These intrinsic motivating factors enable Servant leaders to take on the nature
and the role of a servant. When people become grounded in Servant leadership, trust grows.”91
The Project information was sent to eighteen officers, of which ten officers agreed to participate.
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The eight officers who declined to participate provided their reasoning: they were too busy or did
not want the leadership to see their Assessment Scores. The confidentiality section of the
participant letter was reemphasized, but a lack of trust is evident on their part. The "buy-in" from
participants was achieved by establishing a non-threatening dialogue with officers and
department administrators by creating space through the assessment interviews for them to vent
frustrations, voice opinions, explore improvements, and privately air grievances with the
facilitator.
According to Jaber F. Gubrium et al. in The SAGE Handbook of Interview Research the
Complexity of the Craft, "Selecting a mode of data collection, developing a sampling design, and
devising a preliminary survey is the beginning of the fieldwork phase."92 This fieldwork begins
with selecting participants with proper timing to implement the intervention plan from
September 30, 2021, to February 15, 2022.
Timeline and Consent Forms
Action Items

Due Date

Send out the Consent Form and Likert Survey Form by Email

September 30

Deliver in-person Consent Form and Likert Survey form

October 31

CVI Assessment Quiz and CVI Debriefing #1 with Officers via Zoom

November 30

Group Meeting Officers and Chaplains at the CPPD conference room

December 30

CVI Assessment Quiz and CVI Debriefing #2 with Officers via Zoom

February 15

Complete interviews with Second Likert Survey Form

February 15

Figure 3.1. Consent Form Due Date Timeline.
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Additional visits are required due to the officer's schedule and assignments. This allows
the project facilitator to pace the interview to fit the participants' needs. Gubrium et al. state,
"Interviewers can give full attention to what their participants want to tell even when it seems
extraneous or requires additional visits. And an interviewer can pace the interview to fit the
participant's needs first. During data collection, then, participants take precedence."93

Population and Sample Size
The project manager will conduct interviews with one primary command staff officer
who has the authority to recommend the research project and permission to proceed with the
consultation of police officers. The discussion aims to obtain the police officer's perspective on
the feasibility of the Chaplaincy Corps facilitating trust and relationships with law enforcement
and honoring them in the workplace. The phenomenon of trust being created is that the role of a
chaplain, empowered by presence, as God's representative in the department, portrays a caring
listener.
Participants will be asked to respond to the following statements or questions on the
Likert Questionnaire by indicating the level of agreement from Strongly Agree, Agree,
Neither/nor, N/A, Disagree, Strongly disagree: (1) I am satisfied with the culture of my
workplace; (2) I feel valued at my workplace; (3) You enjoy building and sustaining
relationships to know the truth about yourself and others; (4) I feel honored at my workplace; (5)
Do you feel that your coworkers give one another respect; (6) I feel like I am connected to my
team; (7) I think that people understand me; (8) Do you feel the need to participate in spiritual or
religious traditions; (9) What motivates you to go above and beyond at work; (10) Please name
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three motivation triggers that work for you. Outstanding achievements are made possible when
people trust one another. Trust bridges the need for results and the human need for connection.
By establishing trust, chaplains can better serve and assist police officers.
The project manager selected this group of officers because they represent various ranks,
ethnic backgrounds, and genders. Two of the officers are the interim chief of police consisting of
one Caucasian male and an African American female, a colonel (Caucasian male), two captains
(an African American male and a Caucasian male), two sergeants (African American males), a
male officer (Hispanic), and two female officers (Caucasian and African American).
The project manager will conduct interviews with the police officers to collect a signed
participant letter and a completed Likert Questionnaire. A date and timeline will be discussed
with them to take the CVI (Core Value Index) quiz. A web-based virtual Zoom meeting will be
scheduled according to officers' availability. The sample size is significant to get the desired
outcome in the thesis project, and the participants who completed the requirements for this
project did not fall below the standard required. A. McBeath and Charleson S. Bager in Enjoying
Research in Counseling and Psychotherapy state:
Because quantitative and qualitative research methods are focused on different outcomes
or potential knowledge claims, they require quite different numbers of participants. The
objective, scientific basis of quantitative research, which is focused on hypothesis testing,
needs large numbers of participants to offer statistical confidence in research findings and
in power to generalize from those findings. The exploratory and interpretative nature of
qualitative research methods, where the focus is to reveal the social reality and lived
experience of individuals, requires only a few research participants and often fewer than
ten.94
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The duration of the debriefing of the CVI results will be approximately sixty minutes.
Therefore, a reasonable period to implement the intervention plan is from September 30, 2021, to
February 15, 2022. This project is based on the premise that trust is necessary to create an open
door for officers to reach out to the chaplain with confidence. The current paradigm of
chaplaincy is passive because chaplains are expected to be present, wait until a crisis occurs, or
for an officer to seek them out for comfort and guidance. Instead, this project intends to reveal
that through the action of presence and assessment, an initiative-taking, not a passive,
methodology is being created to develop trust and relationships with officers before a crisis
occurs.
The assessment mechanism formalizes the interaction and brings intentionality that
shows that the chaplain(s) care about the officers and what they go through before a crisis
occurs. It is too late to build trust when people are trying to work through the many elements of a
tragedy or crisis. The assessment enables officers to explore critical issues with the chaplain(s)
who help them discover feelings, biases, and other emotional blockages that they did not realize
they had. This is how to create trust through presence, caring, and intentionality to give people a
safe space to discuss issues of shared importance. When a crisis occurs after implementing this
method, there is no awkwardness or feelings of being intrusive; the officers and staff will know
that the chaplain(s) care and that their intentions go beyond duty.
Location of Study and Resources Utilized
The location or site of this study is the College Park Police Department within the main
conference room and the offices of individual participants when required. Resources needed are
a computer, a recording device, notebooks, and a Zoom account. Zoom is a platform where one
can create and attend different video calls or video conferences from their device. It is helpful to
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receive or give classes, and meetings and share information through video. With the Zoom app,
anyone who joins will be able to create a conference room and share it with others through a
link. Everyone that has the link can join the conversation. A password is necessary to make the
process private and secure. This resource allows participants and hosts in this study to see each
other and observe reactions and/or interest in the conversation, gain immediate feedback, and
forge relationships.
Mandy M. Archibald et al. argue, "there was agreement among researchers and
participants that Zoom was a useful method for conducting qualitative interviews. Most
participants (69%) identified Zoom as a preferred method."95 Zoom is considered a preferred
method compared to in-person interviews, telephone, or other videoconferencing platforms.
Archibald et al. further conclude, “Researchers and interviewees frequently reported the critical
advantages of using Zoom for qualitative interviewing, reflecting impersonal, technical, and
logistical considerations: (1) rapport, (2) convenience, (3)simplicity and user-friendliness.” 84
The Core Value Index Assessment for participants and facilitators for this project was
done using Zoom because of its benefits. Zoom Video Communications Inc. "describes its
benefits as follows: recording and sharing their meetings; recordings can be stored on the local
device with a local recording option or on Zoom's cloud with a Cloud Recording option. In
addition, the security measures mentioned in giving the assurance of privacy and protection."96
The recordings are said to be processed and securely stored in Zoom's cloud once the meeting
has ended and then are stored in both video/audio format and audio-only format. The recording
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originator can manage their recordings through the secured web interface, which can be
downloaded, shared, or deleted. Local recordings are stored locally on the recording originator's
hard drive.97 The project facilitator and assistant did not notify participants regarding the option
to record meetings because notes were used as an alternative method.
Types of Data Collection
The Likert scale is one of the tools used for qualitative research for this study. The Likert
scale assumes that the strength or intensity of an attitude is linear, that is, a continuum from
strongly agree to strongly disagree, and believes that attitudes can be measured. Therefore, this
instrument will measure participants' attitudes by asking the extent to which they agree or
disagree with a specific question or statement. Pritha Bhandari explains in the article “Designing
and Analyzing Likert Scales Why What and How” that “A Likert scale is a rating scale used to
assess opinions, attitudes, or behaviors. Likert scales are popular in survey research because they
allow you to operationalize personality traits or perceptions easily.”98
To collect data, a Likert Scale survey, with ten Likert-type questions and two open-ended
questions, was presented to participants to get a continuum of responses ranging from strongly
disagree to strongly agree. In addition, each item was given a numerical score so that data could
be analyzed quantitatively. The two open-ended questions presented to participants are:
1. What motivates you to go beyond duty at work? Please name three motivation

triggers that work for you.
2. Based on the above question, write a brief sentence on what motivates you the
most.

97

Zoom Video Communications, Inc., Security Guide, 2.

Pritha Bhandari, “Designing and Analyzing Likert Scales: Why, What and How,” Scribblr, accessed
March 6, 2022, https://www. scribbr.com/methodology/Likert-scale.
98

55

Each item is given a numerical score to analyze data quantitatively. The Likert Scale
questionnaire and permission letter were submitted together to each participant intentionally to
build rapport.
Strengths and Limitations of Likert Scales
Bhandari describes the strengths and limitations of the Likert scale: "quantitatively,
Likert scales easily operationalize complex phenomena by breaking down abstract topics into
recordable observations. This enables statistical testing of hypotheses, and one can get detailed
insights into perceptions, opinions, and behaviors."99 The Likert scales' pre-and post-surveys
were used because (1) it is a user-friendly model, unlike open-ended questions, and (2) Likert
scales are closed-ended: this makes them quick for participants to fill out and can quickly yield
data from samples. Bias does exist because people may avoid selecting unnecessary items or
disagreeing with statements to show themselves in a favorable light. Participants may choose
responses regardless of their true feelings, resulting in an invalid response.100 Participants are
given a reasonable amount of time to answer questions before the results are collected by the
facilitator.
Interviews with Participants
The data collection methods include observing participants in the work setting, the
community, and interactions with chaplains over a period. Interviewing participants is another
method the facilitator will use to ask participants questions person to person, via telephone, and
online. The first few minutes of an interview are decisive. Albine Mosera and Irene Korstienscy
note that this initial moment of the interview is essential and that both during the process and
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after it, the attendee should feel valued and respected. That participant wants to feel at ease
before sharing experiences:
In a semi-structured interview, one would start with open questions related to the topic,
which invite the participant to talk freely. The questions aim to encourage participants to
tell their individual experiences, including feelings and emotions, and often focus on
expertise or specific events. The closer the researcher gets to the participant, the richer
and more authentic they get.101
This facilitator agrees with Mosera and Korstiency. As this study progresses,
relationships are forged through an intentional conversation about building trust. The Core Value
Assessments allow for interaction and have a dual purpose; an interview via Zoom and the
opportunity to ask questions and elicit a response from the attendee.
Focus Group
The focus group consists of a group of two chaplains, of which the facilitator is one, and
three police officers who are assigned to the Goby Road Police Station Precinct located in Ward
4 of the City of College Park. This precinct is a newly built police station in a high-crime district.
The officers assigned to this station are still under the leadership of the Interim Police Chief of
the CPPD. The objective of the focus group is to discuss how to improve the relationship
between chaplains and police officers by building trust and meeting the critical and non-critical
needs of police officers and staff.
The project facilitator asks the focus group participants to answer questions regarding the
effectiveness of the CCPD Chaplaincy: (1) how new officers can be better served, (2) how to
have improvement of morale in the department, adequate visibility, availability of chaplains at
the precinct, level of trust, and confidentiality, (3) how to encourage participation in classes or
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workshops to understand the chaplaincy program and the need for spiritual care for police
officers and staff of the department and (4) how to engage more in community events sponsored
by the police.
The focus group is structured to answer the four research questions mentioned previously
by carefully planning the selection of participants. Unfortunately, only two chaplains and three
police officers from the selected ten participants were available because of COVID-19
restrictions enforced by the city's government. Nevertheless, the setting and environment were
informal, and the group was observant of the COVID-19 limits, making the meeting conducive
for conversations around the questions previously mentioned. Lobe Bojana, David Morgan, and
Kim Hoffman, in the article “Qualitative Data Collection in an Era of Social Distancing" write,
"point out researchers face unique opportunities and challenges because of the disruption of
COVID-19. Although the pandemic represents a unique opportunity to study the crisis itself,
social distancing mandates restrict traditional face-to-face investigations of all kinds."102 This
facilitator utilizes face-to-face interviews, Zoom Conferences, telephone interviews, and emails.
The adaptation to COVID-19 restrictions is challenging, but the data collection is satisfactory.
Relationship with the Participants
The project facilitator is a chaplain of the CPPD and has been a volunteer chaplain for a
little over four years at this writing. There is no familial relationship with participants nor
prejudices in the selection of participants. Building trust is the foundation for this project to be
successful. The CPPD staff is a culturally diverse workforce. Therefore, the relationship between
the facilitator and participants is significant in a qualitative, quantitative study. The facilitator's
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responsibility is to ensure boundaries but not portray having some power over these participants
in this setting. Lee Higgins, in his article “One to One encounter: Participants: Facilitators, and
Friendship,” refutes the fact that the relationship between facilitators and participants cannot be
equal. He supports the argument that both participant and the facilitator or researcher are equal as
an important one for both the parties in the study.103
Higgins continues,
The Facilitator should enter the relationship without presenting a front or a façade and
encourages participants to be the same. This allows both parties to journey together safely
into the unknown. Although there may be differences in the facilitative process, it allows
faith in the proceedings, the authenticity of the relationship, trust, responsibility, and
respect to flow.104
This facilitator will establish professional boundaries, and empathetic understanding will be
nurtured through the Core Value Index assessment interpretation in interviews and the focus
group. These encounters will reflect a special relationship that develops from the discernment of
equality.
Ori Karnieli-Miller, Roni Strier, and Liat Pessach state in their article “Power Relations
in Qualitative Research” that "There are studies that try to prove that ethical and methodological
dilemmas lead to a continuous struggle to find a way to create power relations that balance the
building of a respectful relationship between researcher and participants, based on mutual trust
and clinical knowledge."105 The importance of the facilitator and participant relationship
dynamics is crucial to the study's success; therefore, the facilitator should exercise caution and
not betray participants’ trust or distort the meaning of their comments. Miller et al. "mentions
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that the representation of the data includes both the participants' experience and the researcher's
understanding and interpretation of it and to some level, the researcher becomes an inseparable
part of the research."106
Malfrid Raheim et al. write, “During the interview stage, the researcher is dependent on
the participant's willingness to take part and share their experiences and thoughts about the topics
in question."107 John and David Creswell indicate, "One aspect of the role of the facilitator is to
be aware of connections between the facilitator and the participants or the project site that may
unduly influence the facilitator’s interpretation.”108 The data for this thesis study is highly
dependent on the connectedness of the interviewer and participants. Therefore, the study will
follow ethical guidelines which will benefit both parties.
Another concept to explore is the facilitator as a servant leader in a relationship with
participants. Sendjaya and Sarro state, "Several have argued that the source of a servant leader's
motivational base lies in their principles, values, and beliefs or their humility and spiritual
insights. These intrinsic motivating factors enable Servant Leaders to take on the nature and the
role of a servant."109 When people become grounded in servant leadership, trust grows, and the
foundation for organizational excellence is possible. Researchers should learn from Jesus as
written in John 13:1-17, to be humble and think respectfully of others and provide service for the
benefit of others.
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When chaplains serve, they add value by putting resources, honor, and respect into the
lives of the police officers whom they serve. This facilitator will emulate the teaching of Jesus
regarding serving others and being served.
Research Bias
Bias is a “strong feeling in favor of or against one group of people, or one side in an
argument, often not based on fair judgment. Bias is also any influence that can distort the results
of a research study."110 Cultural bias is an essential factor to be taken into consideration. This
facilitator realizes that cultural bias cannot be taken for granted at any stage of this thesis project
and will remain faithful to the research process. Joanna Smith and Helen Noble, in their article
“Bias in Research,” explain,
The goals of understanding bias are to minimize bias and for both investigators and
readers to comprehend its residual effects, limiting misinterpretation
Understanding research bias is important for several reasons: first, bias exists in all
research, across research designs and is difficult to eliminate; second, bias can occur at
each stage of the research process; third, bias impacts the validity and reliability of the
study findings and misinterpretation of data can have significant consequences for
practice.111
Christopher Pannucci and Edwin Wilkins state that "interviewer bias refers to a
systematic difference between how information is solicited, recorded, or interpreted. Interviewer
bias is more likely when a person's status is known to the interviewer."112 Another study by R.
Krishna, R. Maithreyi, and K. M. Surapaneni reveals that "Bias is a systematic error that can
affect scientific investigations and distort the measurement process. Therefore, the goals are to
minimize bias and for both investigators and readers to compare its residual effects, limiting
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misinterpretation."113 These research findings will help the facilitator avoid the pitfalls that may
occur.
Errors or pitfalls may occur, and one should avoid them during the thesis study. Krishna,
Maithreyi, and Surapaneni suggest some biases as follows:
1) Selection biases may result in the subjects in the sample being unrepresentative of
the population of interest
2) Measurement biases include issues related to how the outcome of interest was
measured
3) Intervention (exposure) biases involve differences in how the treatment or
intervention was conducted or how subjects were exposed to the factor of
interest.114
The current findings show bias can influence the thesis project; therefore, goals can be
made to prevent biases, such as selection bias, measurement bias, intervention bias, and timing
bias, which can affect the validity of the research negatively. C. H. Waters, in the article
“Assumptions of Qualitative research Methods,” suggests, when examining validity issues of the
inductive reasoning model, there are two significant threats to researcher bias and validity in
research methods:
1. The first is researcher bias which involves the researcher consciously or
unconsciously focusing on data that supports the researcher's existing beliefs and
expectations and explains how to control this bias.
2. Researchers should report potential biases and relate how personal values may
factor into the data collection and analysis; validity in qualitative research results
from integrity rather than indifference.115
Data collection bias and measurement bias can occur if a tool or instrument has not been
verified for its validity or reliability. George T. Sica writes, "bias will distort data, and a given
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study's result will not reflect that which would be otherwise found in the target population. While
some study designs are more prone to bias, their presence is universal. Therefore, it is difficult or
even impossible to eliminate bias."116 Table 3.1 shows more biases that can occur during the
implementation of the research design process.

Table 3.1. Additional Biases.

Therefore, the goals are to minimize bias for both investigator and participant. In
summation, the facilitator can bring experiences, ideas, and personal prejudices and philosophies
to the study, which should be identified and taken into consideration before the study begins. In
acknowledging these biases, the facilitator will enrich the research process and show
transparency.
Assumptions
The importance of deciding what assumptions may arise in the audience's mind is of
primary importance when authoring a thesis project. Assumptions are what the project facilitator
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takes for granted relative to the study. Carol Roberts and Laura Hyatt state in their book The
Dissertation Journey, "Responses from participating managers accurately reflect their
professional opinion or did the participants in this study answer all of the interview
questions?"117
J. P. Venna and Abdel-Salam, who argue with Roberts and Hyatt, write that
One assumption in survey research is that the respondents are giving correct information.
If this is not the case, the whole purpose of the survey would be lost. Usually, most of the
respondents do not read the instructions of the questionnaire seriously; hence, the
researcher explains the purpose of the study and the signiﬁcance of replying to the
questions correctly in the questionnaire.118
This facilitator instructed participants regarding the importance of the study in fostering better
relationships with the chaplains and other staff, the confidentiality of the process, and personal
growth benefits.

Implementation of Intervention Design
Understanding the setting and background of the project is crucial to the interpretation
and implementation of the intervention design. The research method will be surveying how to
build trust in this current ministry setting, analyzing the survey results, and suggesting ways to
improve the CPPD chaplaincy. The findings will undergo critical analysis and will suggest ways
of improvement. A description of the mission, specific duties, education, and experience of the
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CPPD and the installation of the Chaplaincy Corps will provide more knowledge of the
participant's background and how the facilitator achieved data.
The mission of the College Park Police Department is to “provide high-quality and
professional police services in partnership with our communities while improving the quality of
life and building a sense of trust and legitimacy among our citizens.”119 The police department’s
website also states the department’s core values:
Respect: We recognize and celebrate the diversity of backgrounds and experiences of the
people that live in, work in, and visit our community. We are dedicated to listening to the
needs of all people and delivering practices and policies with respect and dignity.
Integrity: We build trust by behaving honestly, ethically, and fairly. We take pride in
their work and are dedicated to resolution-oriented and consensus-building service. All
those who represent our city- including the Elected Officials, employees, and staff,
conduct themselves with openness, transparency, integrity, and a commitment to do the
right thing.
Equity and Inclusion: We believe that everyone in our community has a voice. Each
member should be afforded the chance to shape the City's future, and the members of our
community will be treated as equals by everyone in our government structure. We are
dedicated to creating, nurturing, and advancing a culture of equity and inclusivity where
we value and respect all backgrounds and experiences regardless of race, creed, color,
religion, socioeconomic status, or gender. We recognize the legacy of systems and events
of oppression still affect many people through systemic racism and other institutional
injustices. We will strive to ensure all our stakeholders are valued, respected, and treated
with dignity.
Innovation: We strive to set a standard of excellence in leadership. We encourage and
reward creative ideas and solutions and are empowered to explore innovative approaches
to problem-solving, planning, and delivery of services.
Specific duty: Maintains law and order and protects life and property. Patrols assigned
geographic area; receives and responds to dispatched calls; investigates and takes
appropriate action on assigned calls; conducts security checks of businesses, parks, public
buildings, industrial areas, and residences; Issues citations and makes arrests for
violations of laws, including traffic violations and local ordinances; prepares incident and
accident reports; attends. and testifies in various levels of court, including Superior, State,
and Juvenile.120
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Education and Experience
Police officers should have a high school diploma or equivalent, a bachelor’s degree is
preferred but not mandatory. They should have a valid Georgia driver's license, be a U.S. citizen,
be at least twenty-one years of age, meet POST requirements for Peace Officer Certification and
academy admittance according to GA law, and have completed the pre-employment process
which includes a written exam, oral interview, background check, criminal records and traffic
history check, medical and drug screening polygraph evaluation, voice stress, successful
completion of Police Academy.121
Installation of Chaplaincy
Pamela Miller from the Atlanta Journal Constitution reports
The College Park Police Department held a program on November 17, 2017, to welcome
five new chaplains into service. During the same ceremony, one additional police officer
came into service—the program in the public safety courtroom. College Park Police
Chief Keith Meadows, who had a practical vision for the chaplaincy, served as keynote
for the induction ceremony. Chaplains individually serve separate wards but as a group
provides faith guidance for the City in a myriad of duties.122
U. S. Patriot adds, “The primary role of a law enforcement chaplain is like that of most
sworn officers; they are with the agency to serve. It is inherent to the position, whether volunteer
or paid, to help with compassion. It is, regardless of any religious affiliation, a ministry
position.”123
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This facilitator is a chaplain and part of the initial installation of the CPPD Chaplaincy.
This group of chaplains continues to serve by providing spiritual, emotional, and mental support
to law enforcement through supportive presence and individual pastoral care. A description of
the police officers' mission, education, experience, and a brief account of the origin of the
chaplaincy provides a sharp vision of the work setting in which participants and facilitator share.
The research project selected ten police officers from various ranks: from the Interim Chief to
patrol officers and the shareholders.
Data Triangulation
The basic types of research methods are quantitative research, qualitative research, and
mixed-method research. A research project can focus on an individual or group and consists of
two categories: experimental studies and non-experimental or observational. This facilitator will
show how data triangulation was achieved for the survey using the mixed-method approach.
According to Allison J. Terry in Clinical Research for the Doctor of Nursing Practice,
Quantitative research allows the Facilitator to establish causal relationships between
variables. When the researcher can analyze statistics and evaluate a theoretically derived
hypothesis using a quantitative research design, they can present logical outcomes that
have scientific validation. However, there is a negative side to quantitative research the
lack of subjective data such as human emotions, perceptions, or experiences that could
expose personal variables.124
When these factors are excluded from the findings, they could influence the project's outcome.
For example, suppose the relationship between the researcher and participant is detached. In that
case, the participants may be less enthusiastic about the project and may have doubts about the
intent of the facilitator or researcher.
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Several authors write concerning qualitative research, but one of the most authoritative
contributors to the discussion is Creswell and Creswell. They argue that "qualitative research
intends to understand a particular social situation, event, role, group, or interaction. It is
primarily an investigative process where the researcher gradually makes sense of a social.
.phenomenon by comparing, cataloging, and classifying the object of study."125 An example of
cataloging and classifying the participants of this study is seen in table 3.2.

Table 3.2. Participants’ Classification.
Participant
Title
Gender

Yrs. of Service

Position

Participant 1

Interim Chief

Male

40 years

Command Staff

Participant 2

Interim chief

Female

21 years

Command Staff

Participant 3

Reserve Lt.

Male

13 years

Education and Grants

Participant 4

Captain

Male

25 years

Community/chaplains

Participant 5

Captain

Male

20 years

Education/ Ethics

Participant 6

Colonel

Male

31 years

Command/patrol

Participant 7

Sergeant

Male

11 years

Supervisor patrol

Participant 8

Officer

Male

11 years

Community policing

Participant 9

Officer

Female

11 years

Fleet and Property

Participant 10

Officer

Female

6 years

Patrol

Noticeable in table 3.2 are the ranks of the officers and their classification, including their
title, gender, years of service, and position of each participant. This overview of participants will
lend credibility to the overall methods used for data collection and how the sequence of data
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collection was chosen. This facilitator will engage participants with the quantitative approach
using the Core Value Assessment, the qualitative method with the Likert Scale Questionnaire,
interviews, a moderated focus group, observation, and field notes. Sensing describes data
triangulation as:
the use of various data sources in a study. For example, comparing data from observation,
documents of official records, and interviews will give one a more detailed description.
The sequence of Data Collection: Stakeholder meetings, sending Participant letters and
replies, Likert Scale Questionnaires, CVI assessments, Zoom meetings, and focus group
meetings.126

Post Likert
Survey

Stakeholder

Zoom
Meeting 2

Participant
Letter

Focus Group

Likert Scale

Zoom
Meeting 1

Core Value
Assement

Figure 3.2. The Sequence of Data Collection.
Finally, the facilitator will be the filter; therefore, it is important to record observations,
interpretations, and insights in a formal way and display them as a data set of all data.
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Stakeholders
Stakeholders have a perspective that will allow them to know the individuals and foresee
any challenges the facilitator may overlook. For example, the Interim Chief of Police was the
first participant to take the Core Value Index Test and Assessment before consenting to proceed
with the thesis project. The stakeholders make suggestions regarding the accessibility of
participants and offer to sponsor the CVI assessment cost for seven officers. A council member
is also a stakeholder and represents the city governing body, which oversees all employees.
Likert Scale Questionnaire
The Likert Scale Questionnaire is used to help collect data that provides insight into
participants’' opinions. This data is considered quantitative and can be statistical. Participants
will self-report whether they agree or disagree with the questions in the pre-and post-survey. The
Likert questionnaire is given after the participants signed the letter of participation. The question
responses range from agreeing to strongly agree, centered on (1) the culture at the workplace, (2)
feeling valued at the workplace, (3) enjoying and sustaining the relationship, (4) feeling honored
at the workplace, (5) respect given by coworkers to each other, (6) feeling of connectedness to
the team, (7) feeling that people understand participant, (8) outstanding achievements are made
possible when people trust one another, (9) trust builds the bridge between need for results and
the human need for connection, (10) feeling the need to participate in spiritual or religious
traditions, and (11) motivation to work above the requirements and expectations. A sample of
this questionnaire can be found in Appendix B.
The Core Value Assessment: Quantitative Method
In this section, one will observe the participation of ten police officers from the CPPD in
the Core Value Index Assessment interview, quiz, and debriefing of results. These officers are a
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part of this study. The CVI Assessment describes how each person aligns with the corresponding
core values and identifies people's core nature, where they operate with the most satisfaction, and
how they are honored in the workplace. Each staff member shared their perspectives on how
interpersonal relationships often affected the department's system performance and morale.
An invitation by email was sent to each officer referencing the initial quiz to be taken,
and an appointment was scheduled for a Zoom Meeting to discuss the results of the quiz. The
initial focus of sharing the results was with the individual. Still, the CVI tool contains helpful
information for both the individual and their family members. Three of the officers were
interested in having the CVI assessment for a family member.
This information shows that using this tool can augment and support the CPPD staff in
their interpersonal relationship. It can also help develop trust with each other because of the
understanding gained about their core values. The CVI creates a picture of each person's core
values. The CVI value chart in figure 3.3 shows how each person can align with their
corresponding core values.

Quadrant
Builder

Core Value
Power
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Merchant
Innovator
Banker

Love
Wisdom
Knowledge

Figure 3.3. Example of Core Value Chart.
The scores in figure 3.3 show the participant's quadrant and core value, which indicates a
relative strength core value of that person. Further details on the Core Value Assessment and
results will be presented in Chapter 4.
Focus Group: Qualitative Research
The facilitator held a focus group with one chaplain as moderator and three police
officers of the target population. The size of the group is small due to the observance of COVID19 restrictions. During the focus group interview, the project facilitator can learn in-depth
information from the interaction between the group. The project facilitator asks the focus group
participants to answer questions regarding the effectiveness of CCPD Chaplaincy. The objective
of the focus group is to discuss how to improve the relationship between chaplains and police
officers by building trust and meeting the critical and non-critical needs of police officers and
staff. The project facilitator asks the focus group participants to answer questions regarding the
effectiveness of the CCPD Chaplaincy:
(1) How can the chaplains better serve new officers in the department?
(2) How can the chaplains help the improvement of morale in the department?
(3) Is chaplains’ adequate visibility and availability at the precinct?
(4) What is the level of trust and confidence between police officers and chaplains?
(5) Would having workshops to understand the chaplaincy program and the need for
spiritual care for police officers and staff improve relationships?
Notes are taken during the interview and cataloged as part of the data collection. These
notes contain the reactions and feelings of the researcher, reactions of the participants and others,
and thoughts about the role of the observer and researcher. The next phase of this thesis project
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utilizes the pre- and post-Likert Questionnaire follow-up as interviews to assess the reliability
and validity of responses.
William Axinn and Lisa Pearce state, "Mixed method data collection strategies are those
that are explicitly designed to combine elements of one method, such as structured survey
interviews, with aspects of other ways, such as unstructured interviews, observations, or focus
groups, in either a sequential or a simultaneous manner.”127 Thomas L. Greenbaum states in the
Handbook for Focus Group Research Clients that “moderators must always keep in mind that the
focus group technique is qualitative. The key to the effective use of focus groups is to identify
the overall sense of the group relative to the idea being discussed.”128 This information was
helpful for the researcher to focus on the group exchange instead of any person who may
dominate the conversation.
This focus group will be used in a mixed method design with quantitative data and each
method will enhance the thesis project. Martha Ann, Carey, and Jo Ellen Asbury in Focus Group
Research describe the use of focus groups, “ as with other qualitative methods, focus groups can
be used in an integrated design (mixed methods) with quantitative data and with data obtained
with other qualitative methods. Each type of data can be integrated to inform various aspects of
the overall research question.”129 Finally, the facilitator will be the filter, who records
observations, interpretations, and insights in a formal way and displays them as data.
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Chapter 4: Results
The purpose of this study was to explore how chaplains can facilitate trust with law
enforcement through the ministry of intentional presence. This study will look to improve the
effectiveness of the chaplaincy program by applying better tools and methods to honor the core
value of each participating member of the police department. Results from the Likert Scale
Questionnaire, interviews, focus groups, the Core Value Index assessment tool, and debriefings
of the assessment make up the data findings. The project shows how this concept of trust and
building relationships with participants from the CPPD can be done by asking for their
involvement in the process. This facilitator will describe the ethnography and other explanatory
motifs and results from those interviewed for this thesis project. The process and preparation
employed ensured the implementation of research guidelines and relevant rules were followed.
In this chapter, the facilitator will restate the questions asked by each of the participants in the
interview and focus group. Then the method by which the data was obtained will be described
and explained. The research method is a mixed method, utilizing elements of quantitative and
qualitative elements.
The use of various data provides a more detailed description of findings and can be used
to compare results, which enhances the interpretation of the results. The Likert Scale
Questionnaire used opinion or value questions to show interest in learning how participants think
about or conceptualize honor, and trust, and what they believe about the necessity of it in the
workplace. Finally, the development of themes and sub-themes derived from a comprehensive
review of the interview, focus groups, and CVI Assessment Tool will complete the results of the
project.
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The Initial Procedural Steps: First Interview
The first meeting was with the interim Chief of Police in his office at the police
department at the agreed appointment time. The researcher asked for permission to select
participants from the police officers. Permission from the interim Chief of Police must be
granted to select and interview the police officers chosen as participants for the thesis project. An
email was sent to the interim Chief of Police regarding the research project with Liberty
University. This facilitator requested permission to conduct the research method. The study will
be confidential and will provide anonymity for all participants. The project’s main objective is
building trust among police officers and chaplains; this resource is an opportunity to enable each
police officer to understand and honor the other much more quickly than currently exists.
The facilitator requested an hour to share a personal assessment tool that measures core
values. The interim chief was introduced to Michael Sharp from EXOS Advisors, the
administrator of the Core Value Index Quiz and Assessment. The interim chief agreed to take the
assessment quiz, which is a personal assessment tool that measures Core Values. A sixty-minute
debriefing of the results from the quiz was completed via a Zoom conference. The Core Value
Index Advisors have found a way to understand and honor people. Instead of evaluating them
based on skills, experience, and even performance, there is a way to “look under the hood” and
learn about each person’s core motivators.
Individuals may not be aware of what is frustrating them, so one of the biggest values
EXOS provides is to cause awareness of how people are wired to operate. The Core Values
Index™ is a positive, stable way to honor how people want to contribute and be understood. The
appointment was made for a one-hour Zoom debrief with the people that work with this tool.
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This facilitator hopes that the chief will support the Thesis Project and that the police officers
who participate will gain more insights into their core motivators.
The interim chief allowed this facilitator to implement the study after meeting with the
facilitator and research assistant from AXIOS Advisors, who administered the Core Value Index.
As discussed in chapter three, ten police officers at the CPPD were given a Likert Scale
Questionnaire. All ten initial interviews were conducted in the respective police officer’' office or
a conference room at the police station.
In the second round of interviews, five were conducted by telephone because of the
COVID-19 pandemic. The other five interviews were done in person at various intervals.
Various ranks of police officers were selected: two interim chiefs, one Colonel, two Captains,
one Reserve Lieutenant, one Sergeant Supervisor Patrol unit, one Community Officer, one
Community Patrol Officer, and one Officer who is the Fleet and Property Manager.
The facilitator asked the police officers who responded to the email and project
information attached to meet individually with her, to provide the officers with the participant
consent form and Likert Scale Questionnaire. The Likert Questionnaire was given after the
participants signed the letter of participation. The question responses ranged from strongly agree
to strongly disagree. The questions/statements given to participants and answers from the
questionnaire are as follows:
Question 1– I am satisfied with the culture of my workplace.
Answer: 1 Strongly Agree, 3 Agree, 3 Neither or N/A, 3 Disagree
Question 2– I feel valued at my workplace.
Answer: 5 Agree, 2 Neither or N/A, 3 Disagree.
Question 3– You enjoy building and sustaining relationships to know the truth about
you and others.
Answer: 3 Strongly Agree, 6 Agree, 1 Disagree.
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Question 4– I feel honored at my workplace.
Answer: 3 Agree, 5 Neither or /N/A, 2 Disagree.
Question 5– Do you feel that your coworkers give one another respect
Answer: 1 Strongly Agree, 5 Agree, 3 Neither or N/A, 1 Strongly Disagree.
Question 6– I feel like I am connected to my team.
Answer: 1 Strongly Agree, 7 Agree, 2 Neither or N/A
Question 7– I feel that people understand me.
Answer: 4 Agree, 4 Neither or N/A, 2 Disagree.
Question 8– Great achievements are made possible when people trust one another.
Answer: 5 Strongly Agree, 3 Agree, 1 Neither or N/A, 1 Strongly Disagree.
Question 9– Trust builds the bridge between the need for results and the human need for
connection.
Answer: 5 Strongly Agree, 4 Agree, 1 Neither or N/A
Question 10– Do you feel the need to participate in spiritual or religious traditions?
Answer: 2 Strongly Agree, 1 Agree, 6 Neither or N/A, 1 Strongly Disagree.
A semi-structured interview statement and a mix of questions and topics were
incorporated into the questionnaire. This allowed for opportunities to explore ideas, feelings, and
emotions. Katherine A. Batterton and Kimberly N. Hale state, “The Likert Scale What It Is and
How to Use It” suggests:
With semi-structured interview guides, a mix of question prompts,
and topics inform your work but leave open opportunities to follow
hunches and intuitive directions. In this way, while the interview
can take any shape, depending on the direction of the conversation,
you can plan for what will happen in fieldwork settings and bring a
level of predictability to data collection activities.130
Ankur Joshil et al. write that the Likert scale was devised to measure “attitude” in a
scientifically accepted and validated manner in 1932. They describe attitude as:
Preferential ways of behaving/reacting in a specific circumstance rooted in
an enduring organization of beliefs and ideas (around an object, a subject,
or a concept) acquired through social interactions and conditions. The issue
Katherine A. Batterton and Kimberly N. Hale, “The Likert Scale: What It Is and How to Use It,”
Phalanx 56, no. 2 (2017): 32-39. http://www.jstor.org/stable/26296382.
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is how to quantify these subjective preferential thinking, feeling, and action
in a validated and reliable manner: some help is offered by the Likert Scale.
This is clear from this discourse mentioned that thinking (cognition), feeling
(effective) and action (psychomotor) all together in various combinations/
permutation constitutes the delivery of attitude in a specified way.131
Batterton, Hale, and Joshil's writings on how to use the Likert Scale helped this research
develop table 4.1, which shows a descriptive interpretation of the Likert Five Point Scale that
measures the thinking, feeling, and actions about trust, honor, tolerance, a sense of civic and
social engagement, respect, and a sense of belonging to a community. From the questions given
on the questionnaire, the results show that “agree” was extremely high, “strongly agree” was
high, “N/A was moderately high, “disagree” was low, and “strongly disagree” was extremely
low.
Table 4.1. Questionnaire Responses Compared to the Likert Scale.
Scale
Range
Responses
Verbal Interpretations
5

4.21–- 5.00

Agree

Very High

4

3.41–- 4.80

Strongly Agree

High

3

2.61 – 3.40

Neither Nor/NA

Moderately High

2

1. 81–- 2.60

Disagree

Low

1

1.00 - 1.80

Strongly Disagree

Very Low

Calculations: 5-1= 4 divided by 5 = 0.80 then add 0.80 to each scale 2 through 5.
After reviewing the results and comprehensive notes and discussions with participants
obtained during data collection, the facilitator read and listened to each item to identify codes
and themes. From this transcription, many codes and themes emerged. Significant information,

Ankur Joshil et al., “Likert Scale: Explored and Explained,” British Journal of Applied Science &
Technology 7, no. 4 (2015): 397.
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which identified quotes from various participants and stakeholders, was also discovered. There
were four prominent themes:
1.
2.
3.
4.

Connectivity, Building Relationships
Value
Trust
Respect

This facilitator identified four themes and several sub-themes from discussions with participants,
which helped to identify value, trust, and other significant issues that were especially important
to the police officers at CPPD.
Theme 1: Many of the Police Officers who Participated in the Likert Scale Valued
Connectivity and Building Relationships
Seven out of the ten police officers, including both interim chiefs, enjoy building and
sustaining relationships and want to know the truth about themselves and others. They enjoy
working in the community and gain satisfaction from producing creative ideas to improve the
culture in the workplace. In their article “Coping with Paradoxical Demands Through an
Organizational Climate of Perceived Organizational Support,” Marianne Tomer et al. show that
“the organization should value employees’ contributions and care about their well-being.
Perceived Organizational Support (POS) also accounts for the human need for meaning and selfworth, and status. They suggest that such needs be satisfied by contributing to organizational
performance. efficient and high-quality output and generating and implementing latest ideas.”132
The first interim chief interviewed mentioned working in the community with her coworkers and supporting each other with love was particularly important and was a driving force
that kept getting her up at the beginning of each day. Another police officer stated that watching

Marianne Törner et al., “Coping with Paradoxical Demands Through an Organizational Climate of
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Journal of Applied Behavioral Science 53, no. 1 (March 2017): 138. https://doi.org/10.1177/0021886316671577.
132

79

people work together to accomplish a goal in helping the community was fulfilling and
motivating. A reserve officer stated that supporting fellow officers, “having their back,” and
doing right by them and their families helped him to stay connected. The second interim chief
interviewed strongly agreed that he is satisfied with the culture of the workplace which works
toward building and sustaining a relationship and welcomes any additional tool or information
that would build a better police department.
Theme 2: Police Officers Expressed the Need to Be Valued
Five police officers agreed that they felt valued at the precinct, two officers answered
neither or N/A, and three disagreed that they felt valued at work. One interviewee expressed his
view by saying “I am result-driven, and I receive satisfaction from results accomplished from a
job well done and recognition for excellent work from supervisors.” Another police officer
replied, “there is little benefit to arduous work there currently.” Other police officers who were
not participants would express their concern about not being appreciated or valued because of a
lack of concern for officers’ well-being. Additional stressors that are a part of the feeling of not
being valued or respected are low morale, resignations, more work, and a diminished task force.
Christine Wolter et al. explain,
Police officers represent an employee group that is especially vulnerable to workplace
stress due to high job demands. Since police work is considered a particularly stressful
occupation police officers are regarded as being at substantial risk for reduced well-being
in terms of mental health problems. In terms of job demands in the context of police
work, identified interpersonal conflicts at work, organizational constraints, and
quantitative workload as relevant stressors and strains showing direct as well as indirect
effects (via burnout) on mental as well as physical health. Other studies also identified
positive associations between workload and burnout.133
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This facilitator will continue to assess any organizational improvement on behalf of the
participants and coworkers as they seek to be valued and respected and maintain good morale.
Theme 3: Trust and Achievements Made Possible Because of Trusting Relationships
Five police officers strongly agreed that great achievements are made possible because
people trusted each other. Four police officers agreed that trust builds the bridge between the
need for results and the human need for connection. David A. Kaplan, Stephen Covey, and Joel
Peterson write that trust begins with character:
And because character embodies both forms of integrity, what follows are ways to think
about personal integrity as an underpinning of trust. Although these observations may
seem intuitive, one might be surprised to learn that some leaders view them as trivial,
having little to do within the workplace, or during negotiations. The politics of power,
rather than integrity, is, in their view, the coin of the corporate realm.134
However, a lack of trust exists between the police officers at CPPD and the Command Staff,
such as the interim chief, Colonel, Majors, Captains, Lieutenants, and chaplains. Through this
project, the facilitator, who is a chaplain at CPPD, has recognized that law enforcement officers
will turn to a friend they know and trust or a chaplain whom they have learned to trust during
challenging times. According to Chaplaincy USA, “When chaplains provide dedicated service
through the Ministry of Intentional Presence and unconditional love, they will become trusted
Chaplains. No matter what their duty is a chaplain becomes a dependable presence of God ready
to serve and assist.”135 Trustworthy leaders are intentional about “fixing things” in themselves,
about receiving feedback, and about making changes based on that feedback.
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Theme 4: Police Officer's Opinion on Respect
The types of leadership styles used, and the frequent change of leadership, have added to
the mistrust and feeling of lack of respect between police officers, command staff, and the city’s
governing body. During the last five years, this police department has had two police chiefs and
two interim chiefs. Three of the chiefs had different leadership styles, which created some
dissatisfaction and a perceived lack of respect in the workplace. The present leadership style can
be viewed as a transformational type of leadership. Mary B. Sarver and Holly Miller, in their
writings in “Police Chief Leadership Styles and Effectiveness,” provide beneficial information
from their studies regarding types of leadership. They describe transformational leadership:
Many studies have found that a transformational-type leadership style based on mutual
participation can be more effective and have a significantly positive effect on
organizational commitment, compliance, satisfaction, communication, influence,
perceived fairness, and extra effort, indicating that effectiveness depended on the
approach used toward subordinates. For instance, authoritative-type leaders were more
effective when tasks were structured and had established goals, while transformationaltype leaders were more effective when orientation and personal contact were concerned.
Many studies have found that a transformational-type leadership style based on mutual
participation can be more effective and have a significantly positive effect on
organizational commitment, compliance, satisfaction, communication, influence,
perceived fairness, and extra effort.136
Many of the police officers are adjusting to the change in leadership while having unfavorable
opinions which emanate a feeling of disrespect towards the city’s government.
Sub Themes from the Likert Scale Questionnaire Additional Questions
In addition to the four themes noted, there were also some subthemes discovered from the
Likert Scale Questionnaire. Those subthemes appeared to correlate with questions eleven and
twelve.
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Sub-Theme: Motivation Triggers
This sub-theme was noted from question eleven: “What motivates you to go over and
beyond at work? Please name three motivation triggers that work for you.” Some of the police
officers’ responses include,
1. Progress and anticipation, uncertainty, and risk services to help, and love people.
2. God, myself, community, family community, like what I do.
3. I am result-driven, and I receive satisfaction from results accomplished from a job
well done, The acceptance of a mission/task is likened to the giving of one’s
word, My word is a bond. Personal desire, the need to help, satisfaction
4. Recognition for excellent work from supervisors, having respect from my
coworkers, and having people either supervisors or coworkers believe I have their
back.
5. I desire to do what is right. I must do right by my family, friends, and colleagues

Sub-Theme: Achievement and Commitment
This sub-theme was noted from question twelve: “Based on the above question, write a
brief sentence on what motivates you the most.” Some of the police officers’ responses include,
1. To help people and the satisfaction of being productive, pay bills.
2. Achievement motivates me to come to work.
3. There is little benefit to arduous work here currently, spiritual duty “to do as unto
God,” self-respect, and care of family.
4. I am most motivated by fulfilling the promise made when giving my word or
commitment to a task or vision.
5. I was raised in an altruistic household and helping others was always high on my
list.
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Table 4.2. Post Questionnaire Responses Compared to the Likert Scale.
Scale
Range
Responses

Verbal Interpretations

5

4.21–- 5.00

Strongly Agree

Very High

4

3.41 – 4.80

Agree

High

3

2.61 – 3.40

Neither Nor/NA

Moderately High

2

1. 81–- 2.60

Disagree

Low

1

1.00 - 1.80

Strongly Disagree

Very Low

Calculations: 5-1= 4 divided by 5 = 0.80 then add 0.80 to each scale 2 through 5.
At the end of the interviews, post-questionnaire responses compared to the Likert Scale
were given to each police officer to determine marked differences in responses between the first
and second interviews. After noting the second answer, the facilitator reviewed them with each
participant to observe and capture any hesitancy towards reviewing or giving more input
regarding clarification of areas that showed very low and low responses. Once the interviews
were finished, the facilitator thanked each police officer for their participation. Participants were
told the study was ongoing until all data was collected and that further conversations about the
benefits of the interviews would be helpful.
The facilitator observed the differences between the pre-questionnaire and the postquestionnaire and found that the responses and verbal interpretations showed a remarkable
difference.
In the pre-questionnaire, in the agree with/column, the verbal interpretation responses
were very high, whereas in the post-questionnaire the strongly agree verbal responses were very
high. Secondly, the strongly agree responses in the pre-questionnaire were high and in the postquestionnaire, the responses were very high. Table 4.2 shows a positive change toward feeling
valued and more awareness of trust and relationships in the workplace.
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Focus Group Interview
As discussed in chapter three, the facilitator invited a select group of people to participate
in a focus group: a captain, a reserve lieutenant, a community police officer, and a chaplain. The
purpose of this focus group meeting was to gain an understanding from their perspective of two
issues: (1) how to improve relationships between chaplains and police officers by building trust
and (2) to meet the critical and non-critical needs of police officers and staff. The number of
participants was small due to the early COVID-19 workplace restrictions, which stated group
meetings were limited to five in small rooms. The meeting was held at the local police precinct
in the conference room where there would be fewer interruptions. All participants were seated
around a conference table which allowed the participants to face each other for the development
of interactive dynamics to provide better discussion.
Pranee Liamputtong in Focus Group Methodology: Principles and Practice shows that
“The focus group would feel comfortable sitting around a table. A table provides a protective
barrier between participants which gives those who feel insecure, or who are a bit more reserved,
some sense of security and a sense of personal space.”137 Implementing this idea was extremely
helpful in developing a non-threatening environment where the participants felt comfortable
discussing their opinions, feelings, and experiences without fear of breach of confidentiality.
Positive interactions were encouraged to express other concerns related to the topic.
After a brief introduction of all participants and the facilitator, which included
educational background, experience in chaplaincy and psychotherapy, and length of service for
each officer, the interview began with instructions on the scope of the questions and the rules of
conduct.
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Interview Questions
There were four questions utilized in the focus group interviews:
1. How can chaplains better serve police officers and the law enforcement
community?
2. How can chaplains help with the improvement of morale in the department?
3. Is there adequate visibility and availability of chaplains at the precincts?
4. What is your level of trust and confidentiality between officers and chaplains?
After noting the initial answers to the questions, the facilitator asked if the police officers
in both precincts would participate in workshops to understand the Chaplaincy Program and the
need for spiritual care for officers and staff of the department. During the meeting, field notes
were taken highlighting expressions and levels of emotions on a specific topic. After the
discussion was concluded the facilitator thanked each officer and chaplain for their participation
in this study.
Summary
The facilitator proceeded to read and review the notes from the interview to identify
themes. More notes were added as more themes were identified. Several statements and
significant phrases from each participant developed further into sub-themes. The participants’
candor and passion for realizing a better work environment were very evident during the
discussions. Several primary themes and several sub-themes were predominant throughout the
group discussions.
Theme 1: The Majority of Police Officers in the Focus Group were Employed Before the
Installation of the Chaplaincy and had Credible Knowledge of Prior and Present
Grievances.
The three police officers being interviewed had served in policing from eleven to twentyfive, therefore they are very aware of the culture of the workplace and the city officials whom
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they serve. One officer said the chaplaincy got off to a wrong start because the mayor and
council members were not aware of the implementation of the program until the chaplaincy was
already established by the previous police chief. The chaplain present was surprised because he
was not aware of this information and asked for more clarification from the officer, who was
willing to share more information. Since there had been a shortage of police officers the
remaining staff have been overworked, burdened, and discouraged. Many do not trust the
chaplains because there was a breach of confidentiality. The facilitator encouraged the police
officer to clarify his statement about the breach of confidentiality between chaplains and officers.

Sub-Theme 1A: Perceived Violation of Trust and Confidentiality between Chaplain and Police
Officer
The retired reserve officer said there was an incident in which a female officer went for
counseling with one of the chaplains and that chaplain disarmed her and referred her to human
resources for outside counseling. This facilitator knew about the incident but was not aware that
it was public knowledge. The officer felt wronged and told her fellow officers who did not have
a clear understanding of the incident and why the chaplain was obligated to make that referral.
The facilitator responded by saying that there are exceptions to confidentiality. Confidentiality
never covers threats to self or others. The facilitator expressed regret concerning the
misunderstanding and reassured them that it would be shared with the chaplains for discussion
and resolution.
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Theme 2: Chaplains' Interactions with Command Staff and Politicians are too Sociable.
Two police officers stated that some of the chaplains were too friendly with the command
staff, mayor, and council members. They elaborated on their observation by stating that a
chaplain should not do business with the city and receive grants for that organization. The third,
a community police officer, seemed surprised about the information being shared. He mentioned
that he was busy working in the community and did not pay attention to what was going on at
City Hall but felt that the council members think they own the chaplains.
Sub-Theme 2: Police Officer’' Observation of Visibility and Availability of Chaplains
Two officers stated that the chaplains need to be more present. Only two chaplains out of
five are present and there needs to be more visibility of some of the chaplains. The officers
appreciated the treats and the birthday celebrations but would like to see more involvement. The
chaplain in the meeting said that at the beginning of the chaplaincy he had started a grief
counseling class but because of poor attendance, it was canceled. The chaplain shared
information with the officers about his career as a hospital chaplain, and his psychotherapist
background, and expressed his willingness to collaborate with them and the command staff to
improve the relationship between the chaplains and law enforcement.
Theme 3: How can Chaplains Better Serve Police Officers and the Law Enforcement
Community?
All participants were cooperative in sharing their thoughts on how chaplains can better
serve the law enforcement community. All the police officers offered suggestions that would
improve the morale of the law enforcement community. Those suggestions include:
•

Chaplains should attend Roll Call more often because the officers that need help are
already on duty in the community.
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•

Pamphlets and business cards with telephone numbers listed should be handed out.
Business cards can be placed on car visors so officers can easily see them and call the
chaplains when needed. Since new police officers will experience difficult circumstances
within 1-2 months instead of over many years, chaplains should be easily reachable.

•

Chaplains should send cards to families experiencing loss, attend funerals, and visit the
sick.

Sub-Theme 3: How Chaplains Can Help with the Improvement of Morale in the police
Department.
The three police officers showed sincere concern for their colleagues and new officers.
They are new officers that can be better served since they will encounter incidents such as rapes,
molestation, shootings, domestic violence, and other incidents that cause burn-out. Chaplains
should attend the shooting range because their presence would benefit officers who fear that they
would not pass the test. That is a very tense moment for all at the gun range. One of the officers
would like to see the chaplains as advocates on their behalf and participate in classes as soon as
the officers receive a grant. The grant would enable the officers to do more community outreach
with the help of the chaplains.
The Focus Group discussion ended with the three police officers, the chaplain, and the
facilitator, who was a participant-observer, agreeing that the exchange was educational and
instructive. In addition, notes were taken detailing the facilitator's role to be able to analyze
reactions and thoughts subjectively. These findings will be shared with the chaplains during the
monthly chaplaincy meeting to implement changes in the chaplaincy.

89

The CVI Assessment
The Core Values IndexTM (CVI) is a ten-minute assessment tool to measure a person's
innate, unchanging nature, where they work with the most satisfaction, and how they operate
when under stress. The CVI creates an understanding of how individuals are wired to contribute
in certain ways and perform specific types of work and activities. Values have an impact on
employee motivation. Jeffrey Ferguson and John Millman contend that “values can serve as one
way to help employees find their higher purpose and meaning in work for the organizational
values to truly have an impact, they must reflect the inner needs, beliefs, and aspirations of the
employees. Shared values can reinforce higher purpose in the workplace.”138 The Core Value
quiz was sent via email to each participant who consented to be a part of the study. Studies have
found that faking or deliberate distortion of the responses to test questions is a possibility.
George Domino and Marla L. Domino in their writings Challenges to Testing,
Psychological Testing: An Introduction states, “Faking refers to the deliberate systematic
distortion of the responses given to test items because the respondent wishes to create a
particular impression. This impression may be made up of two components: an emphasis on
socially desirable characteristics and/or a denial of negative characteristics.”139 Therefore, after
the quiz was taken, all ten participants were scheduled for a sixty-minute debriefing following a
review of the assessment. The participants were interviewed individually for a debriefing over
eight months, according to the availability of each officer. These debriefing sessions allowed
participants to be more candid about the results of their assessment. Reminders of the Zoom
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meeting debriefing date were sent to the participants to assure attendance. Sometimes the
meeting had to be rescheduled because of unforeseen circumstances. Notes and recordings of
interviews were made during the conversations and feedback was received after each interview.
Not all participants were recorded because the EXOS Advisor Consultant, who assisted with the
interviews, did not require permission since detailed notes were sufficient.
Table 4.3 shows the result of the assessment, the participants' ranks, and the core value
sets. The CVI tool contains a variety of information that is useful to both the individual and the
shareholders.

Table 4.3. Results of CVI Assessment.
Participant Rank

CVI

Builder

Merchant Banker Innovator

P. 1

Command

Innovator

20

21

9

22

Staff

Merchant

Captain

Innovator

12

21

17

22

14

22

12

23

P. 2

Merchant
P. 3

Command

Innovator

Staff

Merchant

P. 4

Sergeant

Banker merchant

16

19

21

16

P. 5

Officer

Merchant

15

23

17

17

Innovator
P. 6

Colonel

Builder/Banker

27

14

18

13

P. 7

Captain

Builder/Banker

22

15

21

24

P. 8

Sergeant

Builder/Banker

22

17

20

13
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P. 9

Officer

Banker/Innovator 16

18

18

20

P. 10

Officer

Banker/Merchant 13

21

24

14

The consultant employed the Core Value Index tool to obtain an accurate picture of each
police officer. The initial focus of sharing the results was with the participant. In each meeting,
the individual recognized that the assessment helped them to identify the areas they feel most
comfortable working in. Another goal of the CVI was for the participant to understand one core
value tendency that may be better for a given situation.
Table 4.4. Results that show Innovator/Merchant values.
Participant 1

Participant 2

Participant 3

To understand the group dynamics, table 4.4 shows the results of three command officers
who are innovators/merchants. The primary value set is Innovator, and the primary core value is
Wisdom. Wisdom is the ability to see the way things work and to know what to do about them.
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The secondary core value is Love. Love is the nurturing of core values in oneself and others. The
innovator/merchant understands the relative worth of people and things.
The development of effective responses to situations is one of their primary
contributions. They strive to cause people and things to function well together. Building and
sustaining relationships is central to their life’s strategy. The third-level builder Value Set gives
them the ability to respond appropriately to a broad spectrum of situations. The fourth-level
banker Value Set gives them the ability to surround themselves with facts, figures, and data as an
effective leadership tool.
Participant 1 agreed with the CVI assessment regarding his core value and passion for
policing, community involvement, and building teams so that they can work effectively. He
believes trusting relationships require time and individual effort.
Participant 2 states that he has never taken any assessment before and agreed with the
CVI results, especially the Banker being the lower of the value set. He agreed with his strength
in problem-solving, especially in staff meetings. The innovator's core value made him realize
that he wanted to become a detective and not remain in the position of deputy. The assessment
was beneficial in gaining insight into his energy level to succeed in leading the community
police officers as a newly promoted police captain.
Participant 3 acknowledged that the assessment brought more awareness of her ability to
respond appropriately to a broad spectrum of situations. The participant added the assessment
made her more aware of the gifting of problem-solving and team building. The
innovator/merchant motivates her to understand the relative worth of people and things. As
Interim Chief of CPPD, she strives to build and sustain her law enforcement team with wisdom
and love.
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Table 4.5. Results that show Banker/Merchant values.
Participant 4

Participant 5

Table 4.5 shows a sergeant and community officer as bankers/merchants. The
banker/merchant cornerstone core value is Knowledge, supported by the fervent desire to create
Justice in the world. Having the right information is important to the banker/merchant. Building
protection against risks comes naturally. They work diligently to gather resources together and
save them. The reliability of their words and actions is critical to their sense of self-respect. Once
started, they do not give up easily. Bankers/merchants strive to cause people and things to
function well together and like to communicate with visuals. Bankers tend to use their
organizational skills. What is considered their strengths can, in fact, also become their
weaknesses.
Participant 4 states he did not see his community driver as a strength of his, but he uses
his organizational skills to bring resources to the department and his church.
Participant 5 acknowledged that she has not taken a tool test, but it is super accurate. By
using this tool, she will be able to understand her son better and she thinks her daughter is an
innovator.
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Table 4.6. Results that show Builder/Banker values.
Participant 6

Participant 7

Participant 8

Table 4.6 shows two command officers and a sergeant with the primary value set as
Builder and the primary core value as Power. Power is the personal energy used to be effective
and create a positive result. The secondary value set is Banker, and the secondary core value is
Knowledge. Knowledge is the "how" and "why" of things. Accomplishing tasks quickly is a
primary drive for them. Builders/Bankers are motivated toward excellence. They want the things
they do to make a tangible difference. Knowing the cost and the gain for all actions is important
to them. Builders can take the vision of Merchants, the solutions of Innovators, and the
information of Bankers, and put it all into action. Builders have the power to make it happen. It
is obvious why Builders make good business leaders.
Participant 6 is a police colonel who stated he did not learn much that he did not already
know. He can be called an outlier because he is the only one that is a strong builder on the team.
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As an individual, he may be an extraordinarily strong unique presence because he is a profound
builder.
Participant 7 is a captain who is the head of training and education. He has a master’s
degree in public education and agreed with the accuracy of the assessment, but he said that
others did not want to do anything. He wanted to know if the assessment measures drive. This
participant said he has this practical energy, and he expects more drive from others that they do
not usually have. He expressed core value bias when saying he was a highly practical person and
expected other people to do more as he would operate. He requested a CVI assessment for his
son.
Participant 8 states the older he gets the more laid back he is and uses restraint when
speaking. He admits he does not get along well with the merchants in the internal team, but the
assessment gave him a summary of what kind of person he is, and he will utilize the information
for growth. The individuals obtained a better understanding of what energies gave them more
fulfillment and they know where and when they are better off utilizing their strengths in the
workplace and at home.
Table 4.7. Results that show Merchant/Innovator values.
Participant 9
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Table 4.7 shows one community police officer as Merchant/Innovator. The primary value
set is Merchant, and the primary core value is Love. Love is the nurturing of core values in
oneself and others. The secondary value set is Innovator, and the secondary core value is
Wisdom. Wisdom is the ability to see the way things work and to know what to do about them.
His cornerstone core value is Love, building and sustaining relationships, and leading them.
Merchants tend to be exceptional team builders. Merchants act from love, act with energy, and
thrive on excitement. They hate redundancy, especially in their patterns of activity, and they
dislike being measured, evaluated, or critiqued. They motivate people and are constantly excited
by the latest ideas.
Participant 9 acknowledges that he has not taken any assessment tools before. He has
been a police officer for eleven years and has spent the last four years in community work on
patrol. He loves his current role, and his priorities are his loving wife and kids. He stated that the
assessment was amazing, and his main takeaway was learning how to understand others deep
inside of who they are. When people’s perceptions do not match his, he tends to judge them. He
requested a CVI assessment for his wife because he believes it would help their relationship.

97

Table 4.8. Results that show Banker/Innovator values.
Participant 10

Table 4.8’s primary value set is Banker, and the primary core value is Knowledge.
Knowledge is the "how" and "why" of things. The secondary value set is Innovator, and the
secondary core value is Wisdom. Wisdom is the ability to see the way things work and to know
what to do about them. The unique dominant Banker Value Set causes a Banker/Innovator to rely
upon the strategies for success and fulfillment. The cornerstone core value is Knowledge,
supported by a powerful desire to create Justice in the world. Having the right information is
important to a banker/innovator. They work diligently to gather resources together and save them
and like steady, solid situations with limited change.
For someone with this value set, life is easier when people and things are similar. The
reliability of their words and actions is critical to their sense of self-respect. Accomplishing tasks
now is a primary drive in the workplace. Their deep desire is to exert personal energy to make a
positive difference. Bankers get along quite well with Innovators since Innovators have an
elevated level of regard and need for the information which Bankers have. Since information and
solutions fit together nicely, Bankers serve Innovators well by providing much-needed analysis
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and amassed information, which keeps the Innovator on track. This, in turn, leaves the Innovator
feeling confident about the solutions being implemented.
Participant 10 is a Fleet Manager for the police department. She manages vehicles and
other types of equipment related to transportation. The participant has a tenure of twelve years at
the CPPD and believes in boots-on-the-ground leadership. She feels validated and has found a
place to contribute. Accomplishing tasks quickly is a primary drive in the workplace and feels
real and tangible. Her deep desire is to exert personal energy to make a positive contribution to
the team. Her unique dominant Banker Value Set causes this Banker/Innovator to rely upon her
strategies for success and fulfillment. The Core Value Assessment helped her to see herself
better.
Summary
This chapter restated the purpose of this study and examined how chaplains can facilitate
trust between law enforcement through the ministry of intentional presence. The chapter
described the data and characteristics of the participants interviewed for this project. It also
chronicled how this facilitator derived information from their responses. Themes and sub-themes
were identified and described in detail through tables and direct quotes. It also described how
appropriate guidelines were used and the integrity of the process was maintained to achieve
desired results. The participants became incredibly involved in the project by offering
suggestions on how the chaplains can advocate for the police officers.
Huseyin Akar writes in his study, “A Meta-Analytic Study Concerning the Effect of
Educational Stakeholders’ Perceptions of Quality of Work Life on Their Job Satisfaction and
Organizational Commitment,”
Job satisfaction is defined as employees' attitudes toward their jobs. In other words, it is
the happiness level resulting from meeting employees' desires and needs in a working
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setting Job satisfaction indicates employees' positive or negative emotional levels
towards their jobs Besides, it is affected by several factors such as working conditions,
the job itself, controlling, managerial policies, promotions, wage, interpersonal relations,
recognition, and empowerment. Working conditions, communication with administrators
and colleagues, control over jobs, and job stress have a significant effect on job
satisfaction. Working hours influence employees' quality of life, family, friendly
relations, and accordingly job satisfaction.140
Akar’s study captures the participants’ struggles to give their best performance in the
workplace, in the community, and in relationships with their families.
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Chapter 5: Conclusion
The conclusion from the project data and findings is aimed at reaching a satisfactory
outcome by incorporating the results of the primary study. The purpose of this mixed-method
study was to explore how chaplains can facilitate trust with law enforcement through the
ministry of presence. The newly installed Chaplaincy Corps can be successful in implementing
and conducting its goals through the ministry of presence and pastoral care, therefore
establishing a trusting relationship with police officers and department personnel. Furthermore,
the data from this study identified symptoms of stress for remedial action. The results of the
findings could assist in combating low morale and the declining retention rate of police officers
and are potentially useful to chaplaincies both locally and regionally.
The benefit of the study shows that the availability and visibility of the chaplains would
help police officers become better law enforcement officers because the chaplains are there to
support them. This enhances the mission of the police department and the city’s communities.
An in-depth Literature Review was conducted indicating findings on the areas surrounding law
enforcement chaplains: the role of various chaplaincy agencies, trust and confidentiality, the
ministry of presence, and pastoral care. In conjunction with the above-mentioned, this study
consists of theological and theoretical foundations that undergird findings and the use of biblical
concepts and Scriptures that are congruent with the theory, and if incongruent, an explanation
was given.
The expected result was (1) less stress and burnout of police officers and staff, (2) a
lower crime rate, (3) opportunities for recruits, (4) spiritual care for police officers and staff, and
(5) a better trusting relationship with the Chaplaincy Corps and stakeholders. A major issue that
the participants frequently mentioned was stress, job dissatisfaction, and lack of opportunity for
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advancement. Workplace stress has been a major concern in law enforcement because of its
relationships with performance, safety, and employee well-being.
Similarly, Viviana Andreescu and Gennaro F. Vito mentioned in their writing “Strain,
Negative Emotions, and Turnover Intentions among American Police Managers” that
One potential source of stress that might influence one’s turnover intention is a perceived
lack of organizational justice at the agency level. Interpersonal justice and informational
justice refer to the quality of social interactions between leaders and employees.
Interpersonal justice is achieved when employees feel they are respectfully treated by
leaders. Informational justice is perceived when employees receive from their leaders
timely, honest, and thorough feedback.141
The above-mentioned research describes the sentiment of the police officers: they feel that
leaders do not respectfully treat them, there is increased responsibility, and there is no justice at
the agency level regarding promotion, raises in salary, and the rate of turnover of police officers.
Stakeholders Participation
The stakeholders are two Interim Chiefs of Police and one City Council member. The
participation of the stakeholders was important to the implementation of the study and the
involvement of the police officers, thereby allowing the findings and the results of this project.
The stakeholders were very aware of the dissatisfaction of the police officers and staff and
solicited the help of the chaplains to be available at appointed times and make random visits to
help boost the morale of the officers and department staff, including the fire department. The
present interim chief is the first African American female Interim Police Chief for the city of
College Park, Georgia. This stakeholder's remarks during the exit interview are as follows:
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1. The overall opinion of the Chaplaincy Corps is that the chaplaincy had a significant
impact on the police officers and the department staff. One key factor is when the
chaplains collaborate with the officers, the community steps in and shows that they care
for and support them. The chief and Command Staff are figuring out how to continue to
bridge the gap between the community and law enforcement.
2. The police officers get to see the chaplain's visibility, but not all chaplains have the same
visibility, and some visits are sporadic. She suggests that the chaplains do not have to be
there for extended periods but should have impromptu and planned visits. The officers
will recognize the chaplain's authenticity and will be more open to a more trusting
relationship which is beneficial to them by communicating their needs.
3. The culture is one of low morale, unsteadiness, being unsure of what is happening next,
the ranks are down, increasing changes, and the city’s government not answering their
needs.
4. Burnout is a problem because the officers are working more hours and harder than ever,
and are also dealing with issues of inflation, less money, and the COVID-19 epidemic
account for absenteeism due to illness.
Tong Dong and Yang Woon Chung in their research on the “Mediating Effect of
Perceived Stress Moderating Effects of Trust for the Relationship between Employee Silence and
Behavioral Outcome” find that
Positive relations with organizational members are advantageous to the employee's wellbeing while destructive relationships, characterized by distrust, can be a potential source
of stress because it induces negative feelings and perceptions about the environment and
other organizational members. Thus, trust can be viewed as a positive psychological
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process that can benefit mental states by promoting positive interpersonal relationships
such as with one’s coworkers.142
The Interim Chief of Police showed empathy toward the police officers and department
staff and commends the chaplains for their faithfulness and steadfastness during the COVID-19
pandemic. Despite strict COVID-19 restrictions in place throughout the city of College Park for
government agencies and local businesses, some of the chaplains were able to visit and perform
their duties with caution and recommendations from the Command Staff regarding safety. The
chaplain's visits had a positive influence and trust was increased as the chaplains provided a
presence that showed thoughtful consideration of the police officers' concerns.
As trust developed between the Command Staff, which is the interim chief, Colonel,
Majors, Captains, Lieutenants, and Departmental Staff, there was more sharing of grievances and
hope for more support and the need for prayers for better public safety. Kurt T. Dirks and Daniel
P. Skarlicki’s studies on the “Relationship Between Being Perceived as Trustworthy by
Coworkers and Individual Performance” show that “individuals who are viewed as trustworthy
tend to receive more accurate and valuable information and assistance from others compared
with individuals who are perceived to be less trustworthy.”143 As a participant in the Core Value
Assessment, the interim chief acknowledged that the assessment brought more awareness of her
ability to respond appropriately to a broad spectrum of situations. The participant added that the
assessment made her more aware of the gifting of problem-solving and team building.
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The category of innovator/merchant motivates her to understand the relative worth of
people and things. As interim chief of CPPD, she strives to build and sustain her law
enforcement team with wisdom and love. A request for prayers for the officers and community
indicates a growing acceptance of prayers other than invocations at the City Council meetings
and graduations of new officers from the Police Academy. However, the departmental policy on
religious activities suggests no coercion to participate in religious practices or proselytizing.
The Facilitator's Role
The facilitator served for twenty-eight years as a pastor and has served for almost five
years as a law enforcement chaplain at the CPPD in College Park, Georgia. This facilitator also
has experience in hospital chaplaincy in the areas of Intensive Care, Coronary Care Units, and
critical care of children with a variety of terminal diseases. The transition from accustomed
chaplaincy to law enforcement chaplaincy was a new paradigm for this facilitator. The approach
to ministry was different from a pastoral role in the congregational setting and caring for the sick
and dying in the health care setting to the ministry of presence for law enforcement. This
facilitator is accustomed to working independently without consultation or interdisciplinary
experience.
The facilitator understands the stressful nature of police work and is familiar with
resources used to alleviate police officers' stress, including educational wellness programs,
chaplain programs, and community outreach assistance in building trust and lowering the crime
rate. The facilitator has an interest in exploring how to build a more trusting relationship with
law enforcement through the ministry of intentional presence and pastoral care. The facilitator is
a law enforcement chaplain who is interested in how this study could be further explored and
potentially useful to police officers and chaplains everywhere.
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The most significant and rewarding involvement in this study was to engage in a process
of building trust that actualized itself through intentional engagement with each participant and
eventually as a group of police officers, who were willing to share a part of their story without
fear of breach of confidentiality.
Summary of Outcome
Chapter four of this study focused on ways to improve the effectiveness of the chaplaincy
program by applying better tools and methods to honor the core value of each participating
member of the police department. The method by which the data was obtained is specified as
follows:
•

The mixed-method design utilized elements of quantitative and qualitative research
methods with an ethnographic design.

•

The Likert-type Scale Questionnaire used opinion or value questions to learn how
participants think about or conceptualize honor, and trust and what they believed about
the necessity of it in the workplace.

•

The difference between the pre-questionnaire and the post-questionnaire responses and
verbal interpretations showed a remarkable difference. The pre-and post-comparison
charts showed a positive change toward feeling valued and more awareness of trust and
relationships in the workplace.

•

The development of themes and sub-themes derived from a comprehensive review of the
interview focus groups, and the CVI Assessment Tool revealed the areas that needed
improvement in the chaplaincy and law enforcement at the CPPD.
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Summary of Themes
What was prominent in the Likert-type Scale were themes of connectivity, building
relationships, value, trust, and respect. These themes revealed significant issues, which were
especially important to the police officers at CPPD, such as low morale, lack of support from the
City Council members, and more chaplains' visibility. Six out of ten participants responded
Neither or N/A to the question “Do you feel the need to participate in spiritual or religious
traditions?” In a follow-up conversation with these participants regarding their answers, they
replied their faith was a personal matter and whenever there was a need to participate in religious
activities it would be ceremonial.
Sensitivity to the desires of the participants was noted and will be taken into
consideration when planning religious activities. An interesting observation was that officers did
not deny their faith but chose to be transparent to the facilitator. Seven out of ten police officers,
including both interim chiefs, stated that they enjoyed building and sustaining relationships. The
interim chiefs showed awareness of the dissatisfaction of the police officers and will work to
build a better support system to prevent low morale and increasing resignations. Additional
stressors are high job demand, risk of reduced well-being, and burnout, which are all looming
threats to the public safety system.
The Need to Be Valued
This facilitator will continue to assess any organizational improvement on behalf of the
participants and coworkers as they seek to be valued, respected, and maintain good morale.
Actions including attending roll calls, staff functions, and recognizing birthdays display the
chaplain's visibility and availability.
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Trust and Achievements Made Possible because of Trusting Relationships
As the facilitator and a chaplain, this writer has learned to recognize that law enforcement
officers will turn to a friend they know and trust or a chaplain whom they have learned to trust
during challenging times.
Police Officer’s Opinion on Respect
Many of the police officers are adjusting to the changes in leadership while having
unfavorable opinions, which emanate a feeling of disrespect towards the city’s government. In
the sub-theme Achievement and Commitment, when thinking through what motivates them
most, the officers provided three reasons: (1) helping people and the satisfaction of being
productive, (2) spiritual duty, (3) fulfilling the promise made when giving their word or
commitment to a task or vision. When the interviews were finished, follow-up meetings were
continued to observe any changes in attitude towards the chaplains and leadership. The results of
the post-questionnaire showed a positive change in feeling valued and more awareness of trust
and relationships in the workplace.
Focus Group Interview
The purpose of this focus group meeting was to gain an understanding from the officer’s
perspective of two issues: (1) how to improve relationships between chaplains and police officers
by building trust, and (2) to meet the critical and non-critical needs of police officers and staff.
Participating in the focus group was a captain, a reserve lieutenant, a community police officer,
and a chaplain. The setting was a non-threatening environment where the participants felt
comfortable discussing their feelings and were encouraged to express other concerns related to
the topic presented.
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During the meeting, field notes were taken highlighting expressions and levels of
emotions on a specific topic. Several primary themes and several sub-themes were predominant
throughout the group discussions.
Theme 1: A Perceived Violation of Trust and Confidentiality Between Chaplain and Police
Officer.
Clarity on a misunderstanding or breach of confidentiality between an officer and a
chaplain was shared with the group and this facilitator explained that protocol states that
confidentiality never covers threats to self or others, thereby diffusing the potential of animosity
and mistrust towards the chaplaincy.
Sub-theme 1: Reassurance of a Resolution to The Perceived Violation of Confidentiality
Reassurance was given to the group that the incident would be shared with the chaplains
for discussion and resolution.
Theme 2: Chaplain’s Interactions with Command Staff and Politicians are too Sociable.
The officers felt that some of the chaplains were too sociable with the Command Staff
and politicians when they should be advocates for the officers.
Sub-theme 2: Police Officer’s Observation of Visibility and Availability of Chaplains
Two officers stated that the chaplains need to be more present. Only two chaplains out of
five are present and there needs to be more visibility of some of the chaplains. The officers
appreciated the treats and the birthday celebrations but would like to see more involvement. The
chaplain expressed his willingness to collaborate with the officers and Command Staff to
improve the relationship between the chaplains and law enforcement.
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Theme 3: How can Chaplains Better Serve Police Officers and the Law Enforcement
Community?
Participants noted that chaplains should attend Roll Call more often because the officers
that need help are already on duty in the community after Roll Call. In addition, pamphlets and
business cards with telephone numbers listed should be handed out. Business cards can be placed
on car visors so officers can easily see them and call the chaplains when needed.
Participants also noted that since new police officers experience more emotional trauma
in the first six months on the job than they should experience over many years, the chaplains
should be easily reachable. Chaplains should send cards to families experiencing loss, attend
funerals, and visit the sick. Chaplains should also provide police officers with a resource list to
help families in need. In addition, chaplains should be present and visible at public events
dressed in appropriate attire as required.
Sub-theme 3: Chaplains Should be Advocates on Behalf of the Police Officers
The participants argued that chaplains should be advocates on behalf of the officers and
participate in classes and community outreach when funding is received for such programs.
There are two precincts within ten miles of the city. The chaplains are apt to visit the precinct
where the chaplaincy was installed more than the other. Therefore, a recommendation was made
to the chaplains to divide visits equally between stations. At the end of the interview, the
facilitator asked if the police officers in both precincts would participate in workshops to
understand the chaplaincy program and the need for spiritual care for officers and staff of the
department.
All participants were cooperative in sharing their thoughts on how chaplains can better
serve the law enforcement community. Chaplains should attend the shooting range because their
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presence would benefit officers who fear that they would not pass the test. The police chaplain
corps' role is to provide spiritual support to members of the police department and their families
based on request. This service is not intended to replace the services of the individual's clergy.
All suggestions were taken into consideration and acted upon with great enthusiasm and success.
The chaplains along with the police officers and concerned citizens petitioned the mayor and
City Council members for an increase in salary for the officers, and new vehicles, and to cancel
the search for a new police chief by considering the current interim chief for that position
instead.
The Core Value Index Assessment
The Core Values Index TM (CVI) is a ten-minute assessment tool to measure a person's
innate, unchanging nature, where they work with the most satisfaction, and how they operate
when under stress. The CVI creates an understanding of how individuals are “wired” to
contribute in certain ways and perform specific types of work and activities. Values have an
impact on employee motivation.
The consultant from EXOS Advisors employed the Core Value Index tool to obtain an
accurate picture of each police officer. Zoom meetings were held to discuss the results of the
assessment. Each officer participated in a one-hour meeting. The initial focus of sharing the
results was with the participants of this study team. In each meeting, the individual recognized
that the assessment helped them to identify the areas in which they feel most comfortable
working.
Another goal of the CVI was for the participant to understand one core value tendency
that may be better for a given situation. The CVI tool contained a variety of information that was
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both useful to the individual and the shareholders. Figures 5.12 and 5.2 show the assessment
chart mentioned in chapter three.

Figure 5.1. The Builder/Merchant Core Value Chart of the CVI assessment.

Figure 5.2. The Banker/Innovator Core Value Chart of the CVI assessment.
The CVI tool contained a variety of information based on the Builder/Merchant and
Banker/Innovator core values shown in figures 5.1 and 5.2. Chapter four fully describes each
quadrant. Three officers are Innovators/Merchant, three are Builder/Banker, two are
Banker/Merchant, one is Merchant/Innovator, and one is a Banker/Innovator. These findings
were both useful to the individual and the stakeholders and will help to build and sustain better
relationships in the workplace and with their families. For example, the innovator’s core value
for an officer can show insight into his/her energy level to succeed in leading the community
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police officers. They strive to cause people to function well together and surround themselves
with facts, figures, and data as effective leadership tools.
Rashid Ahmad and Talet Islam state in their findings that “past research [has] found that
job satisfaction is important to officers and police agencies, including being positively linked to
self-esteem, task engagement, support for community policing, support for civilian oversight,
and support for innovative policing styles.”144
The Model used for Building Trusting Relationships with Law Enforcement
In figure 5.3, the Iceberg Principle shows the perception of relations between the newly
installed chaplaincy and police officers. As described in chapter one, the Iceberg Principle shows
that at the surface level, little may be known of the importance of building a relationship with the
chaplains. The genuineness of their character and commitment may not be evaluated until their
roles are understood. Chaplains should establish a pattern of availability, consistency, and a
humble presence. This was done by starting with building relationships, by being available and
consistent, through an intentional ministerial presence and pastoral care. Through pastoral care,
chaplains can show empathy by developing a deeper, more intimate relationship.
Empathy is the ability to recognize how and why people feel the way they do. It means
putting oneself in the other person’s place. Chaplains should understand the difference between
empathy and sympathy. Sympathy is defined as having feelings of pity and sorrow for someone
else’s sorrow or misfortune in ways that tend to decrease the burden. According to Keith Evans,
in Essential Chaplain Skill Sets: Discovering Effective Ways to Provide Excellent Spiritual Care,
“The spiritual care of chaplains is meeting with people in crisis, connecting with them where

Ahmad Rashid and Talat Islam, “Does Work and Family Imbalance Impact the Satisfaction of Police
force Employees? A ‘Net or a Web’ Model,” Policing: An International Journal of Police Strategies & Management
42, no. 4 (2019): 585-597..
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they are emotionally and spiritually.”145 Other areas of building relationships with law
enforcement are (1) becoming visible in the community, (2) being trustworthy in their agency
and community, and (3) being positive about the potential in the community by being a bridge
builder.

Figure 5.3. The Iceberg Principle below the surface (photo by Uwe Kils Wikimedia Commons
license CC BY-SA 3).
From figure 5.3, it is seen that visible trust cues are the chaplain’s ministerial presence
which may have the symbolism of religion: proselytizing, judgmentalism, and other possible
negative perceptions of the chaplain’s role in law enforcement. Hidden trust constructs are
relationship, availability, consistency of the chaplain’s ministry of presence, and pastoral care
which will benefit the police force, the city, families, and the community.
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Keith Evans, Essential Chaplain Skill Sets: Discovering Effective Ways to Provide Excellent Spiritual
Care (Bloomington, IN: WestBow Press, 2017), 13.
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Building trust will build morale in a workplace where the morale is extremely low, and
the attrition rate is high. By understanding the impact and process of emotional trauma caused by
a toxic workplace, chaplains should use an individual approach and create a safe environment for
the officers to tell their stories. This approach includes a safe place for them to change and reach
more of their full potential as the leadership recognizes their unique value to the organization.

Figure 5.4. The Iceberg Principle above the surface (photo by Uwe Klis Wikimedia Commons
license CC BY-SA 3.0).
Figures 5.3 and 5.4 show the changes between the hidden, not directly actionable, trust
constructs and the visible and actionable cues. The visible and actionable trust cues are (1) the
chaplain’s ministerial presence, (2) relationship, (3) trust, which is the link that builds the
relationship, (4) availability, and (5) consistency. All these factors are no longer hidden but are at
the top of the iceberg. As chaplains minister and provide strength, emotional support, specific
guidance, counseling, and other forms of assistance to the law enforcement officers, their
families, and communities, trust will be facilitated within the law enforcement community.
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Theological Reflection of the Ministry of Presence in Police Chaplaincy
Chaplains have been in various settings such as hospitals, fire departments, the military,
universities, and law enforcement where they encounter diverse faiths and beliefs. Ben Ryan
looks at Christian chaplaincy in A Very Modern Ministry as “a way in which the Church, through
its members, inhabits and serves the ‘world’ as a living witness to the gospel among people of
diverse faiths and beliefs, an embodiment engagement with different world views and
practices.”146 In “Theology and Models of Ministry,” Ryan offers several chaplaincy models
between theological and secular:
Theological
•

Missionary

•

Pastor

•

Historical/parish model

•

Agent of challenge

•

Incarnational/sacramental

Secular
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•

Pastoral care

•

Spiritual care

•

Diversity model

•

Tradition/heritage model

•

Specialist service provide147

Ben Ryan, A Very Modern Ministry: Chaplaincy in the UK (London, UK: Theos, 2015), 84.

Ben Ryan, “Theology and Models of Chaplaincy,” in A Christian Theology of Chaplaincy (Philadelphia,
PA: Jessica King Publishers, 2018), 85.
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The theological reflection in this study is written in the context of the incarnational,
sacramental, and pastoral care models. Incarnational ministry is missionary oriented, which is
living like Christ and bringing Jesus to the culture to effect redemption. This belief comes from
the gospel of John 1:14: “And the Word was made flesh and dwelt among us, and we beheld his
glory, the glory as of the only begotten of the Father, full of grace and truth.” Through examples
of the Incarnational Ministry/Ministry of Presence, which include pastoral care, spiritual care,
counseling, and servant leadership, the chaplain can deliver God’s love and compassion to the
law enforcement community. Paul in his letter to the Philippians admonishes his audience, Do
nothing out of selfish ambition or vain conceit. Rather, in humility value others above yourselves
(Phil. 2:3).
Jesus’ ministry declared from the beginning in Luke 4:18 that
“The Spirit of the Lord GOD is upon me; because the LORD hath anointed me to preach
good tidings unto the meek; he hath sent me to bind up the brokenhearted, to proclaim
liberty to the captives, and the opening of the prison to them that are bound. To proclaim
the acceptable year of the LORD, and the day of vengeance of our God; to comfort all that
mourn.”
Jesus’ message is not only about preaching but also about being with the hurt and having
compassion. Through His example, chaplains can offer healing and wait patiently for those who
need to be healed and feel empowered again. According to Ryan, “Chaplains are everywhere,
and their role is growing. Their impact not only on organizations but on their faith and belief
group is worthy of greater attention.”148
Alan Billings, in “The Place of Chaplaincy in Public Life” sums up chaplaincy’s
significance when he states “The chaplain has access to people at every level of the organization,
and there may be times when this can be made to work for the good of an individual or the
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organization. This is skilled and sensitive work requiring appropriate training, accreditation, and
supervision. But critically, the chaplain is available for all.”149
Finally, the findings of this study were shared with the chaplaincy to implement changes
where necessary in the next fiscal year. The CVI assessment tool was introduced to a City
Council member who is considering the possibility of working with the Human Resource
Director to implement the program for the employees if the budget can accommodate the
program. This participation would alleviate the burden of job dissatisfaction by showing
innovation in policing and support for police officers. The CPPD Chaplaincy will develop a
partnership with other chaplains in the Tri-City area of College Park, East Point, and South
Fulton, Georgia to share current information on reform in ministerial services and creating
transformational human encounters with law enforcement.

Alan Billings, “The Place of Chaplaincy in Public Life,” in A Handbook of Chaplaincy Studies
(Abingdon, UK: Routledge, 2016), 53-68.
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Appendix A
IRB Approval

August 16, 2021
Marjorie Dent: Thomas Cook
Re: IRB Application - IRB-FY21-22-129 How Chaplains Can Facilitate Building and
Maintaining Trust with Law Enforcement Through the Ministry of Presence.
Dear Marjorie Dent and Thomas Cook,
The Liberty University Institutional Review Board (IRB) has reviewed your application in
accordance with the Office for Human Research Protections (OHRP) and Food and Drug
Administration (FDA) regulations and finds your study does not classify as human subjects'
research. This means you may begin your project with the data safeguarding methods mentioned
in your IRB application.
Decision: No Human Subjects Research
Explanation: Your study is not considered human subjects research for the following reason:
(2) Your project will consist of quality improvement activities, which are not "designed to
develop or contribute to generalizable knowledge" according to 45 CFR 46. 102(l).
Please note that this decision only applies to your current application, and any modifications to
your protocol must be reported to the Liberty University IRB for verification of continued nonhuman subjects research status. You may report these changes by completing a modification
submission through your Cayuse IRB account.
Also, although you are welcome to use our recruitment and consent templates, you are not
required to do so. If you choose to use our documents, please replace the word research with the
word project throughout both documents. If you have any questions about this determination or
need assistance in determining whether modifications to your protocol would change your
application's status, please email us at irb@liberty.edu.
Sincerely,
G. Michele Baker, MA, CIP
Administrative Chair of Institutional Research
Research Ethics Office
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Appendix B
Likert Scale Questionnaire and Open-Ended Questions
Please rate each item on the scale shown to indicate your level of agreement by highlighting the
answer in red. Questions 11-12 write-in answers.
Question 1 -I am satisfied with the culture of my workplace.
5
4
3
Strongly Agree
Agree
Neither Or N/A

2
Disagree

Question 2 -I feel valued at my workplace.
5
4
3
Strongly Agree
Agree
Neither Or N/A

2
Disagree

Question 4- I feel honored at my workplace.
5
4
3
Strongly Agree
Agree
Neither Or N/A

2
Disagree

1
Strongly
Disagree

1
Strongly
Disagree
Question 3- You enjoy building and sustaining relationships to know the truth about yourself and
others.
5
4
3
2
1
Strongly Agree
Agree
Neither Or N/A
Disagree
Strongly
Disagree

Question 5- Do you feel that your coworkers give one another respect?
5
4
3
2
Strongly Agree
Agree
Neither Or N/A
Disagree

1
Strongly
Disagree

1
Strongly
Disagree

Question 6- I feel like I am connected to my team.
5
4
3
Strongly Agree
Agree
Neither Or N/A

2
Disagree

1
Strongly
Disagree

Question 7- I feel that people understand me.
5
4
3
Strongly Agree
Agree
Neither Or N/A

2
Disagree

1
Strongly
Disagree
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Question 8- Great achievements are made possible when people trust one another.
5
4
3
2
1
Strongly Agree
Agree
Neither Or N/A
Disagree
Strongly
Disagree
Question 9- Trust builds the bridge between the need for results and the human need for
connection
5
4
3
2
1
Strongly Agree
Agree
Neither Or N/A
Disagree
Strongly
Disagree
Question 10- Do you feel the need to participate in spiritual or religious traditions?
5
4
3
2
1
Strongly Agree
Agree
Neither Or N/A
Disagree
Strongly
Disagree
Question 11- What motivates you to go beyond at work? Please name three motivation triggers
that work for you.
1.
2.
3.
Question 12- Based on the above question, write a brief sentence on what motivates you the
most.
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

